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ABSTRACT 
 
A country’s competitive advantage is linked to its educational outcomes. South Africa, 
as a developing country wants to shift from being a resource based economy to being 
a knowledge based economy. To enable such a shift, schools must be able to graduate 
learners who are adequately prepared for the demands of institutions of higher 
learning. Schools, therefore, must become centres of excellence and a culture of 
performance must be prevalent in schools. The National Development Plan as outlined 
by the National Planning Commission (2011) identified education as one of the pillars 
from which South Africa’s economy will be driven.  However, recent studies have rated 
South Africa’s education system as one of the worst among middle income economies 
and sometimes even worse than many low-income African economies. To bridge that 
gap, there is a need to drive schools to be centres of excellence.  
 
This study sought to identify factors that influence a performance culture in schools. 
In order to achieve this objective, literature was scanned and five factors that influence 
a performance culture were identified (organisational school climate, teacher attitude, 
school managerial processes, organisational school value and organisational school 
structure). These factors were initially identified and used by Marcoulides and Heck 
(1993) in a corporate organisation and later adopted for testing in a school setting by 
Gomez, Marcoulides and Heck (2012). 
 
A school in Johannesburg East district was sampled through convenience sampling 
and data was collected through a questionnaire which was administered to the 
principal, teachers and staff, school governing board members, parents and alumni of 
the school. The total sample was 120 and a total of 94 questionnaires were returned 
giving a response rate of 78%.  
 
Descriptive statistical techniques were performed to establish the mean and standard 
deviation of perceptions among the respondents. Inferential statistical techniques 
were used to measure and ascertain reliability through Cronbach’s alpha, comparisons 
of responses through t-testing and ANOVA, association through correlation and 
hypotheses were tested through multiple regression analysis.  All the variables were 
found to be valid and reliable. Furthermore, statistical results revealed that in the 
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sampled school, even though all the five factors had an association among each other, 
only organisational school culture and organisational school value had an association 
to the dependent variable, performance culture. Organisational school value, however, 
was found to be the only variable of great influence to performance culture at the 
sampled school. The ideologies and activities that represent the values, therefore, 
influence the performance culture of a school. 
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1.2 INTRODUCTION 
 
A country’s competitive advantage is usually linked to its educational outcomes 
(Salami & Soltanzadeh, 2012 and Tuomi & De Castro Neto, 2013). To address 
pressing developmental needs in South Africa, the Department of Science and 
Technology (DST) (2007), adopted a plan that seeks to shift the economy from being 
resource based to knowledge based. That much needed shift requires that the 
educational output from schools and universities be improved. The Department of 
Education partnered with the Department of Science and Technology and the 
Technology Innovation Agency and Space Agency to drive that shift (DST, 2007 and 
Salami & Soltanzadeh, 2012).  
 
The Democratic Alliance (2013) agrees with the National Development Plan as 
outlined by the National Planning Commission (NPC, 2012), that for South Africa to 
be a winning nation, key societal challenges like education must be addressed and 
the economy driven towards knowledge based.  Recent reports have put South 
Africa’s education system as the worst among middle-income countries and 
sometimes even worse than many low-income African countries (NPC, 2012; Spaull, 
2013 and Simkims, 2013).  
 
The highlights from the Trends in International Mathematics and Science Study (2011) 
revealed that South Africa is one of the least performing countries among the 150 that 
participated.  For a country that seeks to be a knowledge based economy, the 
educational outcomes are very low and, therefore, affects the human capital pipeline 
in the country (DST, 2007). This assertion is supported by Tuomi and De Castro Neto 
(2013) who found out that South Africa’s sluggish innovation is directly related to its 
skills shortage which is directly linked to a lack of performance culture in schools in 
South Africa.  
 
The above discussion provides compelling evidence as to why a culture of 
performance is needed by South African Schools.  This study therefore, investigates 
the factors that influence a performance culture at a selected Johannesburg East 
District School. 
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1.3 MAIN RESEARCH PROBLEM 
 
A number of researchers (Guest, 2008), NPC, 2012), Spaull, 2013) and Simkims, 
2013) agree that there is a crisis in education in South Africa. Spaull (2013) further 
contends that even though the Department of Basic Education in their most recent 
policy shifts are beginning to address some of the root causes of underperformance, 
a culture of underperformance still permeates in schools. 
 
According to Guest (2008), a number of schools in South Africa are dysfunctional and 
there is no culture of teaching and learning and, therefore, performance is non-
existent. He further argues that in those that are functional, teaching and learning 
exists but there is no culture of learning and performance. Effective school 
management is very important and Balie (2011) argues that effective management of 
schools is a must if the critical skills shortages and the problem of high unemployment 
in South Africa is to be solved.  
 
The National Development Plan (NPC, 2012) calls for schools to function effectively 
and have a culture of performance. Such a culture, is argued to be the road map for 
South Africa’s progress. The plan further argues that the provision of a skilled labour 
workforce cannot be divorced from schools and is critical in maintaining the growth of 
a developmental economy like South Africa. The government, from policy level 
supports this argument. This can be seen through the budget allocation for education 
in the three year period from 2013 to 2015 which ranges between 21% and 22%. 
(National Treasury, 2013; National Treasury, 2014 and Nene, 2015). 
 
The analysis of the Technical report on the 2014 National Senior Certificate 
examinations (Department of Basic Education, 2014a) shows a matric pass rate that 
has fluctuated between 60.6% and 78.2% since 2008. The pass rate tends to be a 
deceitful judgement. Spaull (2013) argues that though the pass rate may appear 
impressive, a close inspection of school data shows that of the 100 learners that start 
grade one, 50% drop out before grade 12 making the grade 12 exam an unreliable 
indicator of performance. Analysis of the Annual National Assessment (ANA) of lower 
grades paints a worse picture, with less than 3% of learners achieving more than 50% 
in grade 9 mathematics between 2012 and 2014 (Department of Basic Education, 
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2014b). There is, therefore, a problem of a poor performance culture in South African 
schools. 
 
 
1.4 MAIN RESEARCH QUESTION (RQm) 
 
Based on the above argument, it is clear that there is poor performance in South 
African schools. This then necessitates an investigation towards ‘what factors have an 
influence in driving a performance culture’. This introduces the main research question 
of this study: 
 
RQm: What are the factors that influence a performance culture in South African 
Schools? 
 
 
1.5 SECONDARY RESEARCH QUESTIONS (RQn) 
 
To fully analyse the main research problem effectively, the following secondary 
research questions are identified:  
 
 RQ1: How does organisational school climate influence performance culture? 
 RQ2: How does teacher attitude affect performance culture? 
 RQ3: How does the school managerial processes influence performance 
culture? 
 RQ4: How does organisational school value influence performance culture? 
 RQ5: How does the organisational school structure affect performance culture? 
 
 
1.6 RESEARCH AIMS 
 
To determine the factors that influence a performance culture in organisations, 
Marcoulides and Heck (1993) came up with five core factors that have a bearing on 
organisational culture. These factors are organisational climate, organisational 
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structure, employee attitude, organisational value and organisational managerial 
processes. Gomez, Marcoulides and Heck’s (2012) study applied these factors to a 
school setting. The aim of this study is to test the influence of and the extent to which 
these factors have a bearing on the performance culture at schools.  
 
 
1.7 RESEARCH OBJECTIVES 
 
The following outlines the objectives for this study: 
 
1.7.1 Main Research Objective (ROm) 
 
The main research objective (ROm) of this study is to identify factors that influence a 
performance culture at a selected school in the Johannesburg East district. 
 
1.7.2 Secondary Research Objectives (ROn) 
 
In seeking to achieve the main research objective, secondary research objectives are 
achieved and these are: 
 
 RO1: To investigate the relationship and influence between organisational 
school climate  and organisational school culture; 
 RO2: To explore the effects of teacher attitude on organisational school culture; 
 RO3: To investigate the effects of school managerial processes on 
organisational school culture; 
 RO4: To investigate the relationship between organisational school value and 
organisational school culture, and 
 RO5: To investigate the effects of organisational school structure on 
organisational school culture. 
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1.7.3 Research Design Objectives 
 
In order to achieve both the main research question, the main objective and the 
secondary research questions and their objectives, this study pursued the following 
research design objectives: 
 
 The factors that influence a performance culture were identified from literature;  
 Existing literature  was surveyed for issues that hinder performance at schools; 
 A questionnaire that was used by Marcoulides and Heck (1993) and Gomez, 
Marcoulides and Heck (2012) was adopted for this study; 
 An empirical study comprising a survey was conducted. School Principals, 
Teachers, SGB members, Parents and School Alumni were surveyed to 
determine the factors that affect and influence a performance culture in schools; 
 Data was captured in an excel spreadsheet and analysed using SPSS Version 
23 and Statistica version 12 computer software programs, and 
 The results from the empirical study were used to develop factors that influence 
an organisational school culture that supports performance in schools. 
 
 
1.8 PREVIOUS STUDIES 
 
In a previous South African study, Balie (2011) researched the perceptions of Senior 
Management Teams in schools and how four basic management functions related to 
the organisational performance of schools. Keble (2012) followed that with an 
investigation of the factors that lead to low pass rates in Mathematics and Science. 
Internationally, Hofman and Hofman (2011) looked at contextual characteristics of 
schools in Netherlands and how they translate into school performance. Gomez, 
Marcoulides and Heck (2012) explored the link between school culture and school 
academic improvement in 59 schools in the United States of America. Ploom and 
Haldma (2013) did a similar study in Estonia, testing the level of school performance 
management against strategic, operational and individual performance and in 
England, Godfrey (2014) researched how organisational culture supports school 
improvement.  
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These studies, however, did not seek to find the factors that influence a performance 
culture. In Balie’s (2011) research, it was only Principals, Deputy Principals and Head 
of Departments who were respondents. This was noted as the oversight in the 
conclusion of that study. This study includes other stakeholders like the Teachers, 
Parents, School Governing Board Members and Alumni of the school. 
 
 
1.9 SIGNIFICANCE OF THE STUDY 
 
This study is thought to have significance in a number of areas: 
 
 Schools that do not have a culture of performance are mostly servicing people 
in poor communities like townships and rural areas. This, according to the NPC 
(2012) denies many black children access to employment and reduce the 
earning potential of those who may be lucky to get jobs. An understanding of 
the factors that influence a performance culture at schools will, therefore, help 
improve academic results from schools; 
 In the investigation of schools in Brookhaven, Scotland; Gillies, Wilson, Soden, 
Gray, and McQueen (2010) found that there is a relationship between economic 
reality and performance of learners. Therefore, achieving in education opens 
up many opportunities not only to the youth but to the economically active 
citizens; 
 Ploom and Haldma (2013) in their recent research found that better wellbeing 
and national development can be achieved through better education, and, 
therefore, this study seeks to influence better achievement in education; 
 This study will influence management at schools to adopt organisational 
cultures that enhance performance; 
 Schools with a culture of performance will increase the likelihood of a skilled 
and educated labour force which is a need in driving South Africa’s economy 
towards being knowledge based rather than resource based, and 
 A culture of performance which could have started at schools may be adopted 
by labour leading to a labour force which is performance driven and increases 
productivity. 
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Based on the preceding discussion, this research was focused on determining the 
factors that influence and drive an organisational culture that enhances performance 
at a selected school in Johannesburg East district. Due to the sample size not being 
large enough, this research will not be generalised to the entire population of schools.  
It was exploratory in nature and, therefore, the insight gained was used to identify the 
factors that contribute to an organisational culture that enhances performance in 
schools. This research, therefore, is useful to management and stakeholders of 
schools in that it provides an overview of factors that can be adopted to improve and 
enhance performance at schools. 
 
 
1.10 HYPOTHESES AND THE CONCEPTUAL MODEL 
 
The dependent variable at study was Performance Culture (PerfC). Independent 
variables were tested against it as per the hypotheses stated in this study. 
 
1.10.1 The Independent Variables 
 
Five independent variables are identified from literature which have an effect and 
influence on performance culture at schools. These variables are:  
 
1.10.1.1 Organisational school climate (OSC) 
 
Gomez, Marcoulides and Heck (2012) outline organisational school climate as an 
intention to measure the teachers’ perceptions of how things are on a day to day basis 
regarding a variety of topics. 
 
1.10.1.2 Teacher attitude (TAT) 
 
Teacher attitudes in this study are the perceptions that teachers have about students’ 
capabilities to learn academic material and the attitudes they bring from home and 
teachers’ perceptions of the parents’ support of their children, the teacher, and the 
school.  
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1.10.1.3 School managerial processes (SMP) 
 
The school managerial processes are linked to the basic managerial processes which 
according to Robbins and Judge (2009) and Balie (2011) are planning, organising, 
leading and controlling. These are processes which are usually led by the school 
management. 
 
1.10.1.4 Organisational school value (OSV) 
 
Organisational school value is a measurement of the principles, ideologies, and 
activities representing values thought to be important in achieving school productivity 
(Gomez, Marcoulides and Heck, 2012).  
 
1.10.1.5 Organisational school structure (OSS) 
 
Robbins and Coulter (2007) define organisational structure as the formal arrangement 
of jobs within an organisation and, therefore, organisational school structure is how 
the tasks in a school are set up and distributed. This definition is supported by Robbins 
and Judge (2009) who add a dimension of task division. Organisational structure 
intends to measure the attitudes and beliefs related to the school’s structure and 
operational processes implemented to achieve desired results. (Gomez, Marcoulides 
and Heck, 2012).  
 
1.10.2 The Hypotheses 
 
The independent variables were tested against the dependent variable to find 
relationships and, therefore, the following null hypotheses (HOn) were investigated: 
 
HO1: Organisational school climate has no influence on performance culture; 
HO2: Teacher attitude has no influence on performance culture; 
HO3: School managerial processes have no influence on performance culture; 
HO4: Organisational school value has no influence on performance culture, and 
HO5: Organisational school structure has no influence on performance culture. 
 
Factors that influence a performance culture in a selected school in Johannesburg East district 10 | P a g e  
 
1.10.3 The Conceptual Model 
 
The stated variables and null hypotheses are graphically illustrated in Figure 1.1. 
 
 
 
Figure 1.1: Conceptual Model 
Source: Author’s own construction based on literature review 
 
As shown in figure 1.1, the five variables are hypothesised to have an influence on 
performance culture. 
 
 
1.11 RESEARCH METHODOLOGY 
 
In this section, the research methodology addresses the research approach, data 
collection and data analysis. 
 
1.11.1 Research paradigm 
 
Two major paradigms exists, positivism and interpretivism. Several researchers (Sobh 
& Perry, 2006; Goduka, 2012 and Venkatesh, Brown & Bala, 2013) term positivistic 
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paradigm as quantitative research, a paradigm which is objective and term interpretive 
paradigm as qualitative and a paradigm that is subjective.  
 
Quantitative research techniques were used for this study and, therefore, this study 
was located in the positivistic paradigm. The factors that have an influence on a 
performance culture were identified from literature, measured and analysed 
statistically so that a cause and effect relationship was established. The identified 
factors as predictors of performance culture (listed as independent variable in the 
conceptual framework) were independently measured and allowed for the testing of 
the developed theory through multiple regression analysis. 
 
1.11.2 Literature Review 
 
To fully understand the proposed study, a wide range of literature was consulted. 
Varied sources of literature such as textbooks, academic journals, government 
publications and reports, published and unpublished theses and dissertations were 
consulted. The subjects covered in literature pertains to organisational culture, 
performance, performance culture, school performance, school culture, school 
climate, organisational school value, organisational school structure, school 
managerial processes, school leadership, leadership and research methodology.  
 
1.11.3 The sample 
 
Convenience sampling was used to sample the teachers, staff, parents, School 
Governing Board (SGB) and alumni members at the selected school. A sample of 120 
was chosen from the selected school.   
 
1.11.4 Construction of the Questionnaire 
 
A questionnaire was adopted as the preferred measuring instrument for the constructs. 
The section had two sections;  
 
Section A collecting biographical information for the respondents, and  
Section B seeking to measure the constructs of this study.  
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Six constructs were posed by this study which were measured in section B.  
 
The six constructs were: 
 
 Organisational School Climate (OSC); 
 Teacher Attitude (TAT); 
 School Managerial Processes (SMP); 
 Organisational School Value (OSV); 
 Organisational School Structure (OSS), and 
 Performance culture (PerfC). 
 
Eight questions were constructed under each variable giving a total of 48 questions in 
the questionnaire. The questions were coded as per the variable. For example, OSC 
1 was question one for the independent variable organisational school climate, TAT 2 
was question two for the independent variable, teacher attitude and PERFC 3 was 
question three for the dependent variable, performance culture etc. 
 
1.11.5 Data Collection and Data Analysis 
 
To collect empirical data for this study, questionnaires were used. Two methods were 
used for distributing questionnaires, email and face to face. The principal of the 
selected school was approached and an audience with the staff and teachers was 
granted. The audience was sought so that the rationale of the study was explained. 
Another audience during a parents meeting was sought to present the proposal to the 
parents. The alumni was accessed through school records and word of mouth. 
Participants chose a convenient way to submit their completed questionnaires before 
a stipulated date. Complete confidentiality was maintained with data being coded and 
neither the names of respondents nor that of the school were required. Dr Jacques 
Pietersen of the Unit for Statistical Consultation (USC) at Nelson Mandela Metropolitan 
University assisted with data processing and data analysis. Statistical measures like 
methods of central tendency (mean, median, mode, and standard deviation), 
inferential statistics, validation through correlation and multiple regression was 
performed. 
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1.12 RESEARCH ETHICS 
 
For this study, full ethics clearance was applied for and obtained through the Nelson 
Mandela Metropolitan University (NMMU) Ethics Committee (Human). The ethical 
clearance letter (Ref: H-15-BES-BS-0120) is attached in Appendix A. Permission to 
undertake this study at schools was sought from and granted by the Gauteng 
Education Department (see Appendix B). As part of the conditions, the researcher had 
to further seek permission from the District Director to gain access to the schools (see 
Appendix C). The Principal of the school was written a letter to introduce the 
researcher and the proposed research (see Appendix D). It was made clear to the 
principal that the study was voluntary and participants could withdraw at any point in 
time with no penalties. The researcher will have to submit to the Gauteng Department 
of Education a summary of the research report as part of the conditions to conduct 
research at schools. The results of the study will be provided to the principal of the 
school, the District Director, hard and soft copies will be submitted to NMMU Exams 
Department for assessment and eventually made available through the NMMU library 
for academic purposes only.  
 
 
1.13 CLARIFICATION OF TERMS AND CONCEPTS 
 
In order to provide a better understanding of the key concepts contained within this 
study, the following definitions and their meanings are provided. 
 
1.13.1 Organisational Culture 
 
Yahyagil (2006) as cited in Schein (1992) defines organisational culture as a pattern 
of shared basic assumptions that an organisation adopts. A number of authors define 
it as a set of shared beliefs and meanings which is basically a set of key characteristics 
that a group holds together and influences how the organisational members act 
(Robbins & Coulter, 2007; Robbins & Judge, 2009 and Kinicki & Fugate, 2012).  
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1.13.2 School performance 
 
School performance is a measure of how a school achieves set objectives. According 
to Maslowski (2001), school performance reflects the effectiveness and efficiency of 
the schooling process. Effectiveness, in a general sense, refers to the accomplishment 
of the school’s objectives, while efficiency indicates whether these objectives were 
accomplished in a timely and costly manner. As these definitions show, effectiveness 
and efficiency are judged according to the school’s objectives. The objectives are set 
by the Department of Basic Education and is benchmarked against international 
standards (Department of Education, 2014a).  
 
1.13.3 Performance culture 
 
Marcoulides and Heck (1993) argue that an organisations’ culture affects and 
influences a performance culture. This is supported by Yahyagil (2006) and Gomez, 
Marcoulides and Heck (2012) who in their study found direct links between the 
organisational culture and performance culture. Performance culture, therefore, is a 
subset of organisational culture in which the prevalent culture supports and enhances 
attainment of set objectives. 
 
1.13.4 Organisational school climate 
 
Organisational climate relates to the work atmosphere that consists of ways and 
methods of how the members of an organisation undertake organisational functions 
(Yahyagil, 2006). Gomez, Marcoulides and Heck (2012) outline organisational climate 
as an intention to measure the teachers’ perceptions of how things are on a day to day 
basis regarding a variety of topics.  
 
1.13.5 School managerial processes 
 
The school managerial processes are linked to the basic managerial processes which 
according to Robbins and Judge (2009) and Balie (2011) are planning, organising, 
leading and controlling. These are processes which are usually led by the school 
management with the school principal at the lead. 
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1.13.6 Organisational school value 
 
Organisational school values factor is a measurement of the principles, ideologies, 
and activities representing values thought to be important in achieving school 
productivity (Gomez, Marcoulides and Heck, 2012).  
 
1.13.7 Organisational school structure 
 
Robbins and Coulter (2007) define organisational structure as the formal arrangement 
of jobs within an organisation and therefore, organisational school structure is how the 
tasks in a school are set up and distributed. This definition is supported by Robbins 
and Judge (2009) who add a dimension of task division and distribution. 
Organisational structure intends to measure the attitudes and beliefs related to the 
school’s structure and operational processes implemented to achieve desired results. 
(Gomez, Marcoulides and Heck, 2012).  
 
1.13.8 Teacher Attitude 
 
Teacher attitudes in this study are the perceptions that teachers have about students’ 
capabilities to learn academic material and the attitudes they bring from home and 
teachers’ perceptions of the parents’ support of their children, the teacher, and the 
school.  
 
1.13.9 School alumni 
 
School alumni consists of the graduates of a school. For the purposes of this study, 
school alumni will refer to graduates of a school who graduated from the school in the 
last ten years. 
 
1.13.10 School Governing Board 
 
School Governing Board is an elected body that is entrusted with the responsibility 
and authority to formulate and adopt school polices within the national and provincial 
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spheres that will provide a vision and agenda for education to function (South African 
Schools Act, 1996). 
 
 
1.14 MAIN FINDINGS OF THIS STUDY 
 
Five independent variables (organisational school climate, teacher attitude, school 
managerial processes, organisational school value and organisational school 
structure) were argued to influence a performance culture at the selected school.  The 
five independent variables were proven to be correlated which shows that they have 
an association among each other. Only two (organisational school culture and 
organisational school value), however, had statistically significant correlations to 
performance culture. Multiple regression analysis was used to determine any causality 
of the independent variables to the dependent variable, and this study revealed that 
even though literature argues that the five factors have an influence on performance 
culture, only organisational school value has an influence on performance culture. 
 
  
1.15 KEY ASSUMPTIONS 
 
The key assumptions of this research are that the literature study combined with the 
analysis of data through various means like measures of central tendency, Pearson 
correlations and multiple regression analysis will provide insight into the factors that 
influence a performance culture at a selected school in Johannesburg East district. 
 
It is therefore assumed that the literature survey, the analysis and interpretation of 
data provides education officials in Johannesburg East district with valuable 
information that will assist towards adopting a performance culture in schools. It is 
assumed that an adoption of a performance culture will lead to an improvement in 
schools performance. It is also further assumed that the success from the adoption of 
these factors can then be modelled to other schools and districts. 
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1.16 LIMITATIONS OF THE RESEARCH 
 
This study was limited by the following factors: 
 
 The sample size was not large enough to generalise to the population; 
 Only one school was sampled through convenience sampling for easier reach; 
 This study had to be conducted in a maximum of six months, therefore, there 
were time constraints; 
 Only the contactable alumni members of the selected schools were invited to 
participate in this study, and 
 This study used quantitative research methodology only rather than a 
combination of both quantitative and qualitative research methodologies. 
 
 
1.17 DELIMITATION OF THE RESEARCH 
 
This study did not address all South African schools in Johannesburg East but was 
limited to a selected school. This study was limited to school personnel in different 
roles (the Principal, SGB, Teachers, Parents and the Alumni) of the school. These 
personnel were selected as the people who have a direct influence on the performance 
culture of the school. No longitudinal study of any subjects of this research was 
performed. 
 
 
1.18 STRUCTURE OF THE RESEARCH TREATISE 
 
Chapter 1 details the scope of the study, the research problem statement, the main 
research question, secondary research questions, primary research objectives, 
secondary research objectives, the conceptual model and hypotheses, research 
methodology, research ethics, definition of concepts, significance of the research, key 
assumptions, delimitation of the research, the research limitation as well as provide 
the proposed chapters of this research treatise. 
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Chapter 2 provides a literature survey on organisational culture and different variables 
that influence a performance culture in organisations. For this study, schools are 
identified as organisations and this study then zooms into organisational cultural traits 
at schools that enhance performance and encourages the existence of a performance 
culture. This review has surveyed literature towards understanding the current main 
problem identified in this research.  
Chapter 3 outlines research methodology which includes the research paradigm of 
this study, sampling design, sample and the questionnaire design. The research 
methodology is informed by a study of literature. 
Chapter 4 addresses research questions RQ1, RQ2, RQ3, RQ4 and RQ5 and research 
objectives RO1, RO2, RQ3, RO4 and RO5. This includes data analysis, empirical results, 
validity testing, the testing of hypotheses and identification of relationships among 
variables being tested. 
Chapter 5 seeks to answer the main research question and main research objective. 
Conclusions, recommendations, limitations of the study and proposed future research 
is outlined. 
 
1.19 CONCLUSION 
 
In this chapter, the main problem and the background to the problem were introduced. 
The research questions were aligned to the research objectives. A conceptual model 
was developed and the subsequent hypotheses outlined which seek to test the 
variables under study. Key definitions and an overview of the construct of this research 
study were also presented.  
In Chapter 2, a literature review of the relevant theory pertaining to the main and sub 
research questions as well as the main and sub research objectives are conducted. 
The aim of this chapter was to delineate the main problem to be addressed and to 
explain how the researcher aims to solve it. The remaining chapters aim at addressing 
the main and sub-problems. 
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CHAPTER 2: THEORETICAL FRAMEWORK 
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2.2 INTRODUCTION 
 
Chapter one gave an outline of this study by introducing the research problem and 
research questions. The research objectives were set which gave a base from which 
this study is rooted from. This chapter provides a literature study on organisational 
culture, performance and organisational cultural traits that enhance performance at 
schools. Furthermore, this study surveys existing literature towards understanding the 
current main research problem (RQm) which is to find out what the factors that 
influence a performance culture in South African schools are. The research questions 
RQ1, RQ2, RQ3, RQ4 and RQ5 as well as research objectives RO1, RO2, RO3, RO4 and 
RO5 are addressed in this chapter. 
 
2.3 PERFORMANCE AT SCHOOLS 
 
Performance at schools has been difficult to quantify outside of academic results. In 
most cases, the performance of schools is evaluated using solely output measures 
especially exam classifications, but also progression rates and completion rates 
(Sarrico, Rosa and Manatos, 2012). School performance, therefore, may mean 
different things to different people. Maslowski (2001) defines performance as reflecting 
the effectiveness and efficiency of the schooling process. Effectiveness refers to the 
attainment of the objectives set by the school and efficiency indicates whether these 
objectives were accomplished on time and in a cost effective manner. According to 
Agasisti, Bonomi and Sibiano (2012), school performance is measured in terms of 
student achievement averages, assuming that the primary goal of a school is to 
increase knowledge and competency among its pupils. This study argues that a school 
can be said to be performing if all the objectives set by the stakeholders are met. This, 
therefore, goes beyond just the academic results. 
The Centre for Development and Enterprise (CDE) (2007) in their research report 
pointed to the inefficient and ineffective use of resources due to a poor culture of 
performance of schools especially in mathematics and science.  Spaull (2013) argues 
that it has become clear that the weight of evidence supports a motion that the current 
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education system is failing the majority of South Africans. The deficiencies in 
education were picked up by the National Development Plan (NPC, 2012) and four 
notable themes are outlined; 
 Improving the management of the education system: there is unnecessary 
levels of bureaucracy;  
 Competence and capacity of school managers: managers of schools 
(known as principals) need to be provided with support and held accountable 
for the performance of their schools; 
 Movement towards results oriented mutual accountability: strengthening 
the accountability chain from top to bottom, and creating a culture of 
performance at schools, and 
 Improving teacher performance and accountability: better management of 
teachers including training and performance management. 
There is, therefore, a concerted effort to establish and maintain high performance 
standards for learners and hold teachers accountable for learner outcome (Brezicha, 
Bergmark and Mitra, 2014). 
In the doctoral study of Maslowski (2001), the most influential factors in schools 
affecting performance were found to be teacher characteristics. In that same study, 
the curriculum of the school and school facilities were found to be hardly related to 
performance. 
 
2.4 ORGANISATIONAL CULTURE 
 
Culture was comprehensively defined by Schein (1992) as cited in Ghamrawi (2013) 
as a deeper level of basic assumptions and beliefs that are shared by members of an 
organisation, that operate unconsciously, and that define in a basic ‘taken-for granted’ 
fashion an organisation’s view of itself and its environment. Houtveen et al., (1996) as 
cited in Maslowski (2006) defined organisational culture as the not always conscious 
and hard to communicate system of values and norms on work in its broadest sense 
that is shared by the members of an organisation and colours their behaviour. 
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Maslowski (2006) further argues that school culture encompasses all the latent 
elements of culture like the basic assumptions, values and norms. 
A number of definitions of organisational culture have since been developed over the 
years (Werner, 2012). In Werner (2012:31), there is an agreement that most definitions 
of organisational culture refer to it as “a system of shared assumptions or meaning 
held by members that distinguishes one organisation from another”. A related 
definition by a number of authors define it as a set of shared beliefs and meanings 
which is basically a set of key characteristics that a group holds together and 
influences how the organisational members act (Robbins & Coulter 2007; Robbins & 
Judge 2009 and Kinicki & Fugate 2012). Ghamrawi (2013) argues that the more 
research is done on school organisational culture, the more pervasive it becomes.  
Peterson and Deal (1998) earlier argued that organisational culture is actually one of 
the most significant features of any educational enterprise as it influences most of the 
things that happen in schools. They further defined culture as the underground stream 
of norms, values, beliefs, traditions, and rituals that is built up over time as people work 
together, solve problems, and confront challenges. This definition has been validated 
by several scholars of organisational behaviour as stated above. Little study of 
organisational culture has been done in schools, and recently, Lumby (2013) agreed 
with Peterson and Deal (1998)’s definition of organisational culture in schools. 
Lumby (2013:21) takes organisational culture at schools as the: 
“Higgs boson of schools. It is the element that gives shape and impels or 
prevents the movement of everything else. Culture shapes what can be done. 
Whatever practice is suggested, whatever standards are applied, the level of 
enthusiasm, the willingness to implement and the way it is interpreted”. 
Weisner and Millet (2001) as cited in Werner (2012:32) provides a three layered view 
of organisational culture as shown in figure 2.1. This model was originally created by 
Schein (1985) as cited in Maslowski (2006) and consist of three layers that differ 
regarding their visibility within schools and their consciousness among teaching staff. 
This three layered entity consist of: 
 Basic assumptions people in an organisation hold; 
 Which gives rise to shared feelings, beliefs and values, and 
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 Manifest in symbols, processes, forms and some aspects of group behaviour. 
 
Figure 2.1: The three layered view of organisational culture 
Source: Werner (2012:32) 
Adopting this three layered overview of organisational culture to school culture, level 
one is argued to be the ‘deepest’, least tangible level of culture consisting of basic 
assumptions shared by teachers, which comprise the core of school culture 
(Maslowski, 2001 and Maslowski, 2006). Level two consists of values and norms. 
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Values refer to what teachers believe is ‘good’, ‘right’ or ‘desirable’. Maslowski (2001) 
and Maslowski (2006) argues that values, therefore, are to be considered as standards 
of desirability and they reflect what is conceived to be important to pursue or worth 
striving for in school. The third level consist of artefacts and practices like symbols, 
heroes and myths from behavioural patterns (Maslowski, 2001 and Maslowski, 2006). 
Werner (2012:33) further outlines six important functions of organisational culture: 
 It creates a corporate identity that distinguishes one organisation from others; 
 It gives members of the organisation an identity; 
 Identifying with the organisation creates greater commitment to organisational 
goals and objectives; 
 Organisational culture guides employees in terms of acceptable behaviours 
and attitudes, especially when they have to make decisions and solve 
problems; 
 It creates social system stability with associated emotional security, and 
 It serves as a yardstick for evaluating and correcting deviant behaviours and 
for rewarding desired behaviours. 
Lejeune and Vas (2009) make a strong argument that organisational culture is related 
to the dimensions of performance.  It is, therefore, very important that there be a study 
of organisational culture in schools as the behaviours and performance of school 
leaders and teachers either hinders or enhances overall organisational performance. 
This position is supported by Ghamrawi (2013). There seems, therefore, to be a 
consensus regarding the ‘shared assumptions, beliefs and meanings’ as the core 
elements of organisational culture. This study runs with these core elements in that it 
is these underlying assumptions that influence performance and the adoption of a 
performance culture at schools. 
 
2.5 INFLUENCE OF ORGANISATIONAL CULTURE ON PERFORMANCE 
 
Organisational culture is critical to the success of an organisation, an assertion agreed 
upon by a number of scholars (Marcoulides, Heck & Papanastasiou, 2005; Robbins & 
Judge, 2009; Kythreotis, Pashiardis & Kyriakides, 2010; Werner, 2012 and Kinicki & 
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Fugate 2012). Recent studies have pointed out that organisational culture influences 
school performance. This is an argument put forward by Ghamrawi (2013) and this 
study supports this assertion and seeks to test this relationship.  Kythreotis, Pashiardis 
& Kyriakides (2010) place much emphasis on organisational culture as they argue that 
it significantly affects every aspect of the organisation such as stability, cohesion, unity 
and ability for adjustments in the organisation. Literature further distinguishes two 
types of school culture; positive cultures and negative cultures (Peterson & Deal, 1998; 
Peterson, 2002; Salfi & Saeed, 2007; Pashiardis, 2008; Kythreotis, Pashiardis & 
Kyriakides, 2010 and Ghamrawi, 2013). These scholars argue that positive school 
cultures are thought to contribute to school improvement and are characterized by:  
 high teacher morale; 
 teamwork; 
 safe physical environments; 
 opportunities for student involvement; 
 commitment, responsibility and success; 
 effective communication; 
 recognition of achievement; 
 opportunities for community interaction; 
 parent involvement; 
 encouragement of risk-taking, and 
 appreciation of mistakes as means for learning. 
On the other side, negative cultures are termed toxic and promote school relapse and 
are characterised by: 
 teachers not sharing ideas; 
 school staff feeling isolated; 
 fragmented school community; 
 teachers desisting from taking initiatives, and 
 very weak staff’s sense of belonging to the school. 
South Africa has been struggling to attain its educational outcomes since the dawn of 
democracy two decades ago (Spaull, 2013; Simkims, 2013, TIMSS, 2011 and NPC, 
2012). Lumby (2013) posits that a meaningful school improvement can be attained 
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through having an organisational culture that enhances performance. This supports 
an earlier assertion by Marcoulides and Heck (1993) who argued that a comparison 
of visible aspects of culture across and within organisations can provide useful 
information about performance in organisations. This argument was the basis of the 
study by Gomez, Marcoulides and Heck (2012), from which the measurement 
instrument for this study is extrapolated.  
Extensive research has been done on how organisational culture influences 
organisational effectiveness and performance (Dennison, 1984; Hofstede, 1986; 
Amsa, 1986; Schein, 1990 as cited in Marcoulides & Heck, 1993; Robbins & Coulter 
2007; Robbins & Judge 2009 and Kinicki & Fugate 2012). According to Marcoulides 
and Heck (1993:209), organisational culture consists of three interrelated dimensions:  
 a sociocultural system of the perceived functioning of the organisation’s 
strategies and practices; 
 an organisational value system, and  
 the collective beliefs of the individuals working within the organisation. 
More recently, Gomez, Marcoulides and Heck (2012) refined the operational variables 
that Marcoulides and Heck (1993) had proposed and introduced five dimensions:  
 organisational structure and purpose; 
 organisational values;  
 task organisation; 
 organisational climate, and  
 worker attitudes, individual values and beliefs of workers.  
These variables, in turn, are argued to affect organisational performance. Moreover, 
this study has further hypothesised that these variables influence performance. Since 
this study pertains to schools, worker attitudes is referred to as teacher attitudes and 
task organisation is referred to as school managerial processes. 
Due to differences in home cultures, some children may be advantaged when the 
home and school cultural values are similar and yet become a disadvantage to those 
whose cultural values at home are different with the one at school (Lumby, 2013 and 
Ploom and Haldma, 2013). Lumby (2013) posit that in order to generate a culture of 
performance, school leaders should shape the school’s internal culture in a way that 
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it reduces the friction between the home and school culture. This is argued to happen 
when there is collaboration and engagement between the school and the community. 
Vos, Van der Westhuizen, Mentz and Ellis (2012) posit that organisational culture is 
an element of organisational climate which impacts on the performance of a school. 
The researchers further realised that an ineffective organisational culture leads to poor 
performance at schools. Organisational culture in schools refers to the relationships 
and interactions within the school, as well as the school's interaction with the external 
environment. This study agrees with the position adopted by Niemann and Kotze 
(2006) in that it pertains to a study within school boundaries, both internal and external. 
In the work of Brudan (2010), learning and performance was investigated and how 
they integrate. Three levels of performance management are defined in his work: 
strategic, operational and individual. He argues that the three levels of performance 
all have influence on the performance of the organisation. It is thus important that a 
more balanced study of performance is investigated and, therefore, non-academic 
aspects like organisational culture should be involved in the studying of school 
performance. A number of developing economies like the Organisation for Economic 
Co-operation and Development (OECD) countries have been placing much emphasis 
towards improving the quality of education (Brudan, 2010). A culture of performance 
at school is critical and integral to the quality and efficiency of any education system.  
Yahyagil (2006) highlighted the importance of organisational culture and performance, 
and sought to clarify the nature of the complex interrelations between organisational 
culture and organisational climate. Yahyagil (2006) further outlines that employee 
behaviours are the reflections of organisational culture. With schools as the 
organisation under study in this research treatise, teachers and their behaviour as 
employees reflect the organisational culture. 
Ploom and Haldma (2013) investigated how the management structure of schools 
influences performance among learners in Estonia. However, the focus was more 
concentrated on academic performance and there seemed to be a lack of focus on 
elements that influence performance and their connectedness. In their research, a 
narrow viewpoint of measuring performance mainly through academic performance 
was adopted. This narrow view point is challenged in this report by including other 
variables besides academic performance as measurement of school performance. 
Factors that influence a performance culture in a selected school in Johannesburg East district 28 | P a g e  
 
The achievement of school organisational objectives at strategic level is mainly the 
domain of the School Governing Board. One of the duties of the SGB is to seek to 
influence the strategic direction of the school (Balie, 2011 and Keble, 2012). The 
Principals as head of the school mainly focus on the achievement of departmental 
objectives. Teachers work with the principal at operational level but it can be argued 
that they are at individual level where they directly influence performance and their 
roles are more functional as they interact more with learners. 
Oluremi (2008) posits that the principal as an administrator influences his teachers to 
achieve the goals and objectives of the school. In his research paper, a significant 
relationship was found between the leadership and school learning culture. Ghamrawi 
(2011) argues that for successful reform towards a performance culture, leadership 
lies at the heart. In other words, schools that wish to face the challenges confronting 
them are encouraged to redesign the roles assigned to teachers and should focus on 
leadership aspects in the school. 
Moreland (2009) investigated the precepts of strategic planning and how it can 
improve educational experiences and in that study, a positive correlation was found 
between strategic planning and increased performance. Ploom and Haldma’s (2013) 
study agreed with the assertion that school management should set up strategic plans 
to develop a culture of performance. It is, therefore, very important for schools to create 
an enabling environment for performance. Ploom and Haldma (2013:193) further 
elaborated Brudan’s (2010) study by refining the levels of performance that can be 
measured to determine if a school has a good performance culture. 
These levels were identified as individual, operational and strategic: 
(1) Individual level performance measures: 
 The satisfaction of the Principal towards the quality of teaching and 
education in the school; 
 The satisfaction of parents towards the quality of teaching and education in 
the school; 
 The satisfaction of learners towards the quality of teaching and education in 
the school, and 
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 The satisfaction of teachers and staff towards the quality of teaching and 
education in the school. 
    (2) Operational level performance measures: 
 Communication in the school; 
 Focus on the interests of learners; 
 Expectations of good academic performance, and 
 Supportive culture in the school. 
(3) Strategic level performance measures: 
 Systematic evaluation of the performance of learners; 
 Dynamic strategic planning; 
 Good management, and 
 Communication with the stakeholders. 
These levels of school performance were found to have a significant correlation 
between the satisfaction of teachers, parents and learners with the quality of education 
and teaching introduced with the learners’ performances. There is therefore, a direct 
linkage between the perception of teachers, parents and learners and the performance 
of learners. Where teachers and parents had a positive perception, performance was 
good. A study conducted in China (Zhu, Devos & Li, 2011) sought to measure school 
organisational cultural characteristics, teacher organisational commitment and well-
being as outcomes of the school. The findings revealed that the organisational school 
characteristics, teacher organisational commitment and well-being had an influence 
on the outcomes of the school. This is partly the basis of the research question RQ1 
and RQ2. 
 
2.6 LEADERSHIP AND PERFORMANCE CULTURE 
 
Significant research has been done on the role leadership plays in the performance of 
an organisation. A number of scholars point out that leaders in organisations lead to 
improved organisational performance, high-performance teams, high work ethic, 
engaged employees and a performance culture (Collins, 2001; Poisat, 2006; Kalashe, 
Factors that influence a performance culture in a selected school in Johannesburg East district 30 | P a g e  
 
2011; Werner, 2012, Leeching, 2013 and Du Toit, 2014). Kythreotis, Pashiardis and 
Kyriakides (2010) argue that the prime function of leadership in any organisation is to 
influence the overall performance of the organisation. The impact, therefore, of 
effective leadership on the performance of organisations is important as it gives a 
platform in which organisational members thrive and organisations become 
performance centres (Du Toit, 2014).  
In schools, Peterson (2002) posits that principals are at the core of the development 
of principle and are the gate keepers and protector of school culture. This they do 
through creating a shared vision, building a sense of commitment among staff, 
students and parents, reflection of recognition and appreciation to staff, involvement 
of staff in decision-making and ensuring effective communication across the school. 
Peterson and Deal (1998) earlier argued that it is up to school leaders (principals, 
teachers, and often parents) to help identify, shape, and maintain strong, positive, 
student-focused cultures. They argue that without these supportive school cultures, 
reforms will wither, and student learning will slip. Over the years, student performance 
has been slipping and this study seeks to identify factors that can influence a 
performance culture. 
A leadership culture which is a derivation of organisational culture according to Van 
Fleet and Griffin (2006), and supported by Du Toit (2014) is needed to set the tone, 
and define the values and norms and maintain the distinguishing characteristic of each 
organisation. It emerges, therefore, that the type of leadership culture adopted by the 
school leaders influences the type of organisational culture and whether it enhances 
performance or not. Asree, Zain and Razalli (2010) found a direct relationship between 
leadership competencies, organisational culture, employee responsiveness and 
organisational performance. 
A number of scholars (Bush, 2007; Bush, Joubert, Kiggundu, & Van Rooyen, 2009; 
Christie, 2010 and Bush, Kiggundu & Moorosi, 2011) are in agreement that the quality 
of leadership at schools is critical towards improving performance at schools. School 
principals are the executive authority at schools and offer that leadership (Ngcobo, 
2010; Balie, 2011 & Keble, 2012). That structure, however, is not clearly defined with 
district officials making decisions like promotion and hiring of new teachers. In schools, 
therefore, the leader does not have ‘carte blanche’ over all leadership decisions.  In 
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the case study of three different schools by Brezicha, Bergmark and Mitra (2014), it 
was found that a different type of a leader at school is needed who understands the 
views of the teachers, their experiences and philosophy as well as their network. Such 
a leader, it is argued would set a culture that can easily be adopted by the teachers at 
a school. 
Earlier, Peterson and Deal (1998) asserted that school leaders shape and influence 
the school culture at various levels. Principals communicate core values in their 
everyday work. Teachers reinforce values in their actions and words. Parents bolster 
spirit when they visit school, participate in governance, and celebrate success. This 
has been supported by Bush, et al. (2009) who posit that the core purpose of principals 
is to provide leadership and management in all areas of the school and enable the 
creation of a performance culture. Bush, et al. (2009), however, places much 
emphasis on the principal as the creator and influencer of the school culture. This 
study agrees with Peterson and Deal (1998) that the school leaders and enablers of 
school culture are not only principals but consist of principals, teachers and parents 
and are key to eliminating toxic cultures and build positive cultures. 
To create a performance culture in schools, principals as head of schools are to 
develop a vision for the school that places much emphasis on a culture of 
performance. This, as argued by Bush, et al. (2009) is through creating a school 
climate that promotes a positive approach to learning among all stakeholders; 
learners, educators, parents and the local community. Bush, Kiggundu and Moorosi 
(2011) further outline that good quality leadership and the responsiveness of the 
principal and SGB can mediate against difficult socio-economic challenges that affect 
performance like high levels of poverty, unemployment, child-headed families, drug 
and alcohol abuse, and teenage pregnancy. 
Ayiro (2009) investigated the link between the principals’ emotional intelligence and 
his/her performance in Kenya. The leaders’ actions were found to account up to 70% 
of employee perceptions of the organisation. The findings also revealed that 30% of 
school performance improvement was directly linked to the employee’s perception of 
the leader. The leader, therefore, has an incredible amount of influence not just on 
employee perception but on the organisational performance derived from such 
perceptions. In the study of more 1000 school districts, Johansen (2012) found that 
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the managerial processes of both management personnel and teachers are influenced 
by perceptions and have an impact on learner performance. 
According to Niemann and Kotze (2006), a number of studies have been undertaken 
to seek to find the relationship between leadership and organisational culture but very 
few of such studies have looked at leadership at schools. This study agrees with that 
assertion and thus seeks to test the elements of organisational culture and how they 
influence performance at schools in South Africa. In the study of organisational 
climate, Vos, et al. (2012) found out that principals and teachers were not contributing 
positively to the establishment of an effective organisational climate in a particular 
sample of primary schools in the North West Province of South Africa. Principals and 
teachers, therefore, have to play a part in establishing an effective organisational 
climate that support a culture of performance.  
Lumby (2013) argue against just investing considerable resources as supported by 
some scholars as a solution to the poor performance at schools. She concludes that 
the culture and environment of schools play a major role and leaders who seek to 
improve performance should place much emphasis on the culture of school. Much 
emphasis has been placed on resources rather than culture. This study supports this 
argument because even though the budget allocation towards education in South 
Africa is one of the world’s largest (National Treasury, 2013; National Treasury, 2014 
and Nene, 2015), the results prove otherwise. There is, therefore, no proven link 
between the amount of resources with increases in performance in schools. 
Moreland (2009) posits that leadership affects the performance culture of an 
organisation and therefore, there is a moral imperative of school leadership to create 
and influence a culture of performance. Leadership, therefore, makes enculturation 
easy and the management of an organisation can create a culture of performance. 
The leadership style of the head can, therefore, mitigate the effects of culture. Lejeune 
and Vas (2009) agrees with this assertion and further argues that a performance 
culture can be a source of competitive advantage a leader provides his/her 
organisation. According to Weeks (2012), a culture of performance at schools can only 
be nurtured if all the stakeholders pull together in one direction and the leadership of 
schools must take the lead in rallying all the stakeholders. Masitsa (2005) had, earlier 
proposed for the restoration of a culture of performance in schools because the 
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majority of schools as has been witnessed continue to reflect characteristics of a poor 
performance culture. He proposes that the Principals as managers of schools should 
instil a performance culture. 
Ngcobo (2010) looked at the relationship between school culture and leadership. She 
discovered that leadership is crucial in the development and maintenance of 
performance culture at schools. The major findings in her study are that a school 
culture that enables performance in the township schools in South Africa are 
characterised by communality ownership. Communal ownership involves common 
understandings about matters that relate to value in the school. She further posits that 
schools with a performance culture have a shared understanding of what is valued by 
the school. This is the basis for testing the organisational school value variable in this 
study. 
Lejeune and Vas (2009) posit that an organisation with an organisational structure that 
focuses on the well-being of its people supports performance. In their study, a 
relationship between culture and organisational effectiveness was found. A negative 
correlation between performance and bureaucracy was found. The nature and type of 
management is critical as a bureaucratic culture is associated with weak performance. 
The prevalence of bureaucracy at schools is tested under the variable, organisational 
school structure. 
In the United States of America, a culture of performance was adopted and promoted 
through the ‘no child left behind act’ in 2001 (Jarrett, Watsonga and Murphy, 2010). 
To push through this culture of performance, the educational authorities focused on 
improving institutional conditions that facilitate the creation of the organisation’s work 
environment (culture). When Estonia undertook to increase the performance of 
schools and learners (Irs and Turk, 2012), management methods like an 
understanding of organisational culture in the private sector was adopted. Irs and Turk 
(2012) asked pertinent questions that sought to pinpoint the factors that influence 
school performance and whether these factors influence school managers’ and 
teachers’ attitudes. In a similar study towards creating a culture of performance in 
business schools (Lorange, 2013), a more customer-centric culture that reflects more 
the realities of the modern student was found to be critical. This study, though focusing 
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on high schools is related because a culture of performance can be created if the focus 
is more towards the learners. 
Literature, therefore, clearly points out to a positive correlation between leadership 
and performance. The challenge though is that the measurement of the performance 
of schools has been on academic output only. This study looks at the school’s 
managerial processes among others and tests for any relationship to the performance 
of a school. 
 
2.7 PROPOSED MODEL TO MEASURE THE PERFORMANCE CULTURE OF 
SCHOOLS 
 
A model of variables that influence organisational performance was proposed by 
Marcoulides and Heck (1993). These variables are organisational structure/purpose, 
organisational values, task organisation, organisational climate and worker attitudes. 
Marcoulides and Heck (1993) tested and validated these variables at a number of for-
profit organisations in the United States of America (USA). Agasisti, Bonomi and 
Sibiano (2012) considered schools as organisations in which the educational process 
takes place and the organisational culture influences the performance just like in a 
corporate organisation. Agasisti, Bonomi and Sibiano (2012) did not support the view 
held by economists whose arguments on school performance was that it was 
determined by the availability of resources. The research of the economists was 
supported by the assumption that resources were positively associated with higher 
school performance (Lumby, 2013). If it was true, it follows that schools cannot actively 
influence students’ performance at all. This eliminates the need for having cultures 
that support performance. Since then, however, there has not been much done to 
prove this assertion to be true.  
Gomez, Marcoulides and Heck (2012) adopted the model developed by Marcoulides 
and Heck (1993) and investigated the generalisation of those variables at a school in 
California, USA. In the later study, the task organisation was referred to as school 
managerial processes and worker attitudes replaced with teacher attitudes. These 
variables are considered in this study and are central to the main research question 
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(RQm). This study uses the same model and measurement instrument that was 
proposed by Marcoulides and Heck (1993) and adopted by Gomez, Marcoulides and 
Heck (2012). In their study, five variables are argued as having an influence on the 
performance culture of the school. These variables; organisational school climate, 
teacher attitudes, school managerial processes, organisational school value and 
organisational school structure are the independent variables for this study and relate 
to the research questions one to five. These variables are discussed in depth in the 
following sub-section. 
2.7.1 Organisational School Climate (OSC) 
Yahyagil (2006) posits that values and beliefs of people in an organisation usually 
dictate the expected behaviour which then translates to a compatible work 
environment. This, he argued, is the organisational climate which improves 
performance. Roy and Gupta (2012) agreed and further opined that organisational 
school climate is therefore the daily business practice of the school. Earlier, Pashiardis 
(2008) defined school climate as an orderly, safe and affective environment in which 
the students, teachers and parents feel valued and are able to pursue the goals of the 
school. Irs and Turk (2012) defines classroom climate as the collective perception of 
the environment of learning by learners. This is similar to Vos, et al.’s (2012) definition 
in which they stated that organisational climate at schools are the common 
experiences of the quality of the work environment. The perceptions that the learners 
have, greatly influences the learners’ motivation to learn and perform to the best of 
their abilities.  
Agasisti, Bonomi and Sibiano’s (2012) study found out that creating a learning 
environment that promotes performance improves the achievement of learners. 
Gomez, Marcoulides and Heck (2012) further proposed that both school organisational 
climate and school managerial processes have an influence on the organisational 
performance of schools. Earlier, Marcoulides, Heck and Papanastasiou (2005) agreed 
with Ayiro (2009) that a reactive relationship exists between organisational climate and 
the emotions evident at schools which then impacts on performance. Gomez, 
Marcoulides and Heck (2012) agreed with Yahyagil’s (2006) explanation that 
organisational climate, is intended to measure teachers’ perceptions of “how things 
are” on a day-to-day basis regarding a variety of topics. In the model proposed by 
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Marcoulides and Heck (1993), Gomez, Marcoulides and Heck (2012) measured 
organisational climate through willingness to socialise with staff, open staff 
communication, teacher collegiality and the availability of help. This assertion will be 
tested further in this study and is the basis for research question one (RQ1).  
Based on the discussion of the literature, the following hypothesis is thus proposed: 
 HO1: Organisational school climate has no influence on performance culture. 
2.7.2 Teacher Attitude (TAT) 
Ghamrawi (2011) emphasises the importance of teachers playing a critical role 
towards creating a culture of performance. Agasisti, Bonomi and Sibiano (2012) found 
that a high collaborative attitude among teachers improves performance. Gomez, 
Marcoulides and Heck (2012) utilised the original model proposed by Marcoulides and 
Heck (1993) to measure teacher attitudes through perceptions about students’ 
capabilities to learn academic material and the attitudes they bring from home, and 
teacher perceptions of the parents’ support of their child, the teacher, and the school. 
Gomez, Marcoulides and Heck (2012) investigated a component of culture, the 
individual belief subsystem, as a composition of teacher attitude and how it related to 
learner performance. A positive correlation between a positive perception and good 
school performance was found. In this study, this assertion is supported and is the 
basis for the research question two (RQ2).   
Derived from the literature the following hypothesis is proposed: 
 HO2: Teacher attitude has no influence on performance culture. 
 
2.7.3 School Managerial Processes (SMP) 
A number of scholars (Robbins & Coulter, 2007; Robbins & Judge, 2009 and Gomez, 
Marcoulides & Heck, 2012) are in agreement that to achieve the desired results, 
organisations adopt managerial operational processes which in turn influence the 
organisational culture. Leadership at schools is responsible for creating attitudes and 
beliefs which then impact on the overall culture of the school. Organisational culture, 
therefore, is largely cultivated by the management of the organisation, and which 
influences the performance and behaviour of the members of that organisation 
(Niemann and Kotze, 2006). Managerial processes like the participatory management 
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style of the principals, and resource management as argued by Masitsa (2005) 
increases the performance of schools. Maforah and Schulze (2012) agree that the 
principals are the leaders at schools who set the culture that either promotes or hinder 
performance. In the study of Gomez, Marcoulides and Heck (2012), and using the 
original model proposed by Marcoulides and Heck (1993), school managerial 
processes were intended to measure how the organisation functions over time as a 
result of its particular structure, purposes, value and belief systems, and is measured 
through availability of resources, administrative responsiveness and the principal’s 
leadership. This is the basis for testing research question three (RQ3). 
The following hypothesis, therefore, is proposed from literature:  
HO3: School managerial processes have no influence on performance culture 
2.7.4 Organisational School Value (OSV) 
Gomez, Marcoulides and Heck’s (2012) study further elucidates that organisational 
structure and organisational values are reflective of wider set of cultural values in the 
environment and are relatively stable at any point in time. The organisational values 
factor is intended to measure principles, ideologies, and activities representing values 
thought to be important in achieving school productivity. In the model proposed by 
Marcoulides and Heck (1993), Gomez, Marcoulides and Heck (2012) measured 
organisational values through teacher collaboration, meetings among teachers, 
support for innovation and encouragement for teacher participation in decision making. 
This is the basis for research question four (RQ4) in this study. 
Literature, therefore, supports the testing of the following hypothesis: 
HO4: Organisational school value has no influence on performance culture. 
 
2.7.5 Organisational School Structure (OSS) 
Ayiro (2009) posit that organisations with individuals and leaders with a capacity to 
create and re-create themselves gain a competitive edge in performance. Brudan 
(2010) define organisational structure as the structural arrangement of jobs within an 
organisation which includes the setup and distribution of tasks, the division of tasks 
and the distribution of tasks. It seeks to measure the attitudes and beliefs to the 
operational processes. In the study of Gomez, Marcoulides and Heck (2012), 
Factors that influence a performance culture in a selected school in Johannesburg East district 38 | P a g e  
 
organisational structure is intended to measure the attitudes and beliefs related to the 
organisation’s structure and operational processes implemented to achieve desired 
results. Using the original model proposed by Marcoulides and Heck (1993), Gomez, 
Marcoulides and Heck (2012) measured organisational structure through the level of 
bureaucracy at schools. This is the basis for research question five (RQ5) in this study.  
From the discussion of literature, the following hypothesis is thus proposed: 
 HO5: Organisational school structure has no influence on performance culture 
 
2.8 THE HYPOTHESISED MODEL AND THE CONCEPTUAL FRAMEWORK 
 
From the survey of the literature, five major variables are identified as influencing a 
performance culture at schools. Five hypotheses, therefore, are proposed and are 
tested as variables that influence a performance culture in schools. Although the 
conceptual framework has been given in chapter one, it is repeated here since it is the 
hook through which this research treatise is hung upon: 
 
 
Figure 1.1: Conceptual Model 
Source: Author’s own construction based on literature 
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The conceptual model as shown in figure 1.1 shows that the five independent variables 
have an influence on performance culture. 
 
2.9 CONCLUSION 
 
The main research question (RQm) was to find the factors that influence a performance 
culture at schools. The factors were to be identified from literature so that they can be 
tested as variables influencing a performance culture at schools. Five factors are 
identified as having a major influence on performance culture. These five factors were 
originally proposed by Marcoulides and Heck (1993) and adopted for testing in schools 
by Gomez, Marcoulides and Heck (2012). The measurement instrument used during 
these studies is adopted for this study. 
A couple of research questions, RQ1, RQ2, RQ3, RQ4 and RQ5 were outlined in chapter 
one and, in this chapter, literature was used to answer them. A conceptual framework 
as pictured in chapter one was used to formulate hypotheses to test the variables 
under study.  
Chapter 3 discusses the research methodology and the paradigm adopted for this 
study. The sampling methods is outlined as well. 
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3.2 INTRODUCTION 
 
The main research question and objective of this study is to identify the factors that 
influence a performance culture at a selected Johannesburg East district school. 
Through a study of literature in chapter two, five factors were identified and turned into 
independent variables. These variables were defined and explained in chapters one 
and two. A conceptual model was designed to address the main research question 
and main research objective and is the basis for this study. These variables are tested 
through an empirical study. This chapter outlines an overview of research paradigms 
and the various types of research that can be conducted to test the variables. An 
overview of research methods adopted during data collection and analysis to test the 
soundness of the conceptual framework is also discussed. Collis and Hussey (2014) 
posit that all research must be valid and reliable. This chapter outlines validity and 
reliability tests and how the validity and reliability of this study was guaranteed. 
 
 
3.3 RESEARCH PARADIGMS 
 
A research paradigm is a framework that influences how research is conducted (Collis 
& Hussey, 2014). This framework is based on research philosophies that underpin the 
assumptions made during research. Two major paradigms exist; positivism and 
interpretivism (Collis & Hussey, 2014). Wahyuni (2012) contends that positivist 
research is external, objective and independent of social actors while interpretive 
research is subjective, multiple and may change, a view that is also shared by Collis 
and Hussey (2014). Positivism originated from the natural sciences and is informed by 
the assumption that social reality is objective while interpretivism originates from the 
humanist school of thought and believes that social reality is subjective (Collis & 
Hussey, 2014).  
 
Collis and Hussey (2014) argues that just as realism gave way to positivism and 
idealism to interpretivism, many new paradigms have emerged over the years. These 
new paradigms, however, lie between the two extremities, which is positivism and 
interpretivism. This is supported by Abdulai & Owusu-Ansah (2014) who argues that 
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three research paradigms are commonly used to conduct research in the social 
sciences. These research methodologies are stated as: 
 
 The positivist or empiricist approach traditionally called the quantitative 
research approach; 
 The interpretative approach commonly referred to as the qualitative research 
approach, and 
 The pragmatic approach which is basically an amalgam of quantitative and 
qualitative approach. 
 
Positivism is commonly referred to as quantitative research while interpretivism is 
commonly referred to as qualitative research. This study will refer to them using the 
later terms. 
 
There are a couple of characteristics that explain the two paradigms. Table 3.1 outlines 
the distinguishing features of quantitative and qualitative research approaches. 
 
Table 3.1 Characteristics of positivism and interpretivism approaches  
 Positivism Interpretivism 
1. Scientific  Humanist  
2.  Results are accurate and reliable 
through validity and reliability 
Findings are accurate and reliable through 
verification 
3. A number of variables are identified 
from theory and are quantified using 
numbers. Statistical procedures are 
then used to test and prove 
hypotheses. 
A ‘whole picture’ is created in words and 
reports detailed views of participants.  
4.  Holds the view that knowledge is 
real, truth and reality exists in the 
world and can be measured 
objectively and quantitatively. 
Holds the view that knowledge is real, truth 
and reality exists in the world and can be 
measured subjectively and qualitatively. 
 
5. Holds view that only one reality 
exists 
Holds view that there are multiple realities 
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6. The researcher remains 
independent and distant of what is 
being investigated to ensure an 
objective assessment of the 
situation. 
The researcher is highly involved in the 
actual experiences of the participants. 
 
7. Value free as the researchers’ 
values are kept out of the study. 
Value-laden as the researchers’ personal 
self becomes inseparable from the 
researcher self. 
8. Deductive reasoning is used. 
Theories and hypotheses are tested 
for cause and effect relationships. 
Purpose of study is to develop 
generalisations that contribute to the 
theory and enables prediction, 
explanation and comprehension of 
phenomenon. 
Inductive reasoning is applied.  Various 
aspects or categories emerge from those 
under investigation rather than are identified 
by the researcher. Patterns or theories that 
explain phenomena emerge. Research 
objectives may change through emergence 
of new relationships rather than being tightly 
pre-figured. 
9.  Questionnaires are usually used to 
collect primary data and the 
questions are largely close-ended. 
Interviews are used to collect primary data 
and the questions are mainly open-ended. 
10. Descriptive and inferential numeric 
analysis of data is done using 
statistical packages. 
There is collection of text data, description, 
and analysis of text or pictures/ images, 
representation of information in figures and 
tables. Data analysed using qualitative 
software packages. 
 
Sources: Author’s own construction based on Abdulai and Owusu-Ansah, 2014 and 
Collis and Hussey, 2014. 
 
According to Goduka (2012) and Sobh and Perry (2006), quantitative researchers use 
numbers to test theories while qualitative researchers use words and meanings to 
build theories. These views give the nature of quantitative research as variables that 
can be controlled and manipulated to determine causal relationships which can 
provide credible data while in qualitative research, meanings are re-constructed 
Factors that influence a performance culture in a selected school in Johannesburg East district 44 | P a g e  
 
through experience resulting in varied interpretation.  Sobh and Perry (2006) further 
contend that there is statistical generalisation of observations in quantitative research 
while in qualitative research, the findings are related to individual views and cannot be 
generalised to a population. Mackenzie and Knipe (2006) and Wahyuni (2012) further 
contend that quantitative researchers believe in the power of replication research while 
qualitative researchers believe in the experiences and values of both the research 
participants and researcher substantially influence the collection of data and its 
analysis. 
 
Quantitative research is value free and in the measurement of social phenomena, 
quantitative researchers believe that different researchers observing the same factual 
problem will generate similar results through statistically means and applying a similar 
process in investigating a large sample. This view is held by Creswell (2009) and 
supported by Nueman (2011). These researchers both agree that in qualitative 
research, reality is constructed by social actors and perceptions of it, therefore 
individuals with differing backgrounds, assumptions and experiences shape their 
reality and it is therefore not fixed but changes and has multiple perspectives. 
 
Validation is distinct in both the quantitative and qualitative research respectively 
(Venkatesh, Brown & Bala, 2013). Validation in quantitative research is generally 
accepted through reliability and validity measures while there is no clear evaluation 
criteria for validation in qualitative research. Cronbach alpha is used to measure the 
reliability of the data for this study. Further details are provided later on in this chapter. 
 
Brand (2008) posits that the discussion of paradigms in literature is beset by complex 
terminology. A number of scholars agree that ‘paradigm’ in research methodology 
describes the ultimate framework in which a piece of research is located (Sobh & 
Perry, 2006; Brand, 2008; Goduka, 2012; Wahyuni, 2012; Abdulai & Owusu-Ansah, 
2014 and Collis & Hussey, 2014). There is, however, a disagreement as to what 
paradigms are available to underpin research in the social sciences. Brand (2008) 
makes a strong argument that most paradigms, however, rely to a greater or lesser 
extent, upon what might be called their ‘components’: contrasting ontological, 
epistemological and methodological beliefs. 
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This study is located in the quantitative paradigm. Factors that have an influence on a 
performance culture were identified from literature, measured through administering a 
questionnaire and analysed statistically. The intended outcome of this study which is 
improved performance was established through a cause and effect relationship. 
Predictors of performance referred to in the conceptual framework as the independent 
variables were independently measured and provided links that allowed for the testing 
of developed theory. This choice of research paradigm is supported and influenced by 
a number of scholars (Sobh & Perry, 2006; Brand, 2008; Creswell, 2009; Nueman, 
2011; Wahyuni, 2012; Goduka, 2012; Collis & Hussey, 2014 and Abdulai & Owusu-
Ansah, 2014). 
 
 
3.4 RESEARCH METHODOLOGY 
 
Research methodology focuses on the research process adopted and the type of 
measurement tools used to collect empirical data for the study. This includes the 
research process, sampling methods, techniques and tools used to collect the data. 
Individual steps in the research process are detailed and the choice of procedures 
used are motivated. 
 
Abdulai & Owusu-Ansah (2014) posit that the design of the research instrument is 
extremely important in that the questions asked must enable the investigation of the 
research objectives or the testing of hypotheses. They are of the view that the research 
instrument should be linked to the research objectives. A number of scholars (Sobh & 
Perry, 2006; Creswell, 2009; Wahyuni, 2012; Goduka, 2012 and Collis & Hussey, 
2014) agree that a good measurement instrument has questions whose expected 
response helps in investigating a particular research objective.  
 
3.4.1 Measuring Instrument 
 
In a study by Marcoulides and Heck (1993) and a second study by Gomez, 
Marcoulides and Heck (2012), a questionnaire was constructed to measure factors 
that influence a performance culture. The first study measured factors in a corporate 
organisation while the second study measured factors affecting performance in a 
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school setting. The questionnaire for this study was adopted from the second study. 
Precise and straight forward questions were put across to measure the variables under 
study. One question or statement sought to measure only one aspect. This is 
supported by Collis and Hussey (2014) who emphasise the importance of designing a 
tool that will measure accurately the variables under study.  
 
Poisat (2006) highlights the need for care in the design of the questionnaire because 
it contributes to the reliability and validity of the measuring instrument. This ensures 
meaningful deductions to be drawn from the data. Consideration, therefore, for the 
above argument was considered for this study. The questionnaire for this study (see 
Appendix E) has three sections, section (A) collecting biographical data and section 
(B) collecting empirical data for the independent variables and section (C) collecting 
empirical data for the dependent variable of this study. An intensity rating of Likert 
scale was used on the questionnaire. A scale rating of five was used. Rating 1 was 
strongly disagree, rating 2 was disagree, rating 3 was neutral (neither disagree nor 
agree), rating 4 was agree and rating 5 was strongly agree.  
 
Table 3.2: Example of variables and their questions in the questionnaire 
 
Please indicate to what extent you agree with each of the following statements by 
selecting the appropriate number 
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SECTION B1 – ORGANISATIONAL SCHOOL CULTURE 
1. Teachers have a clear, collective vision of what they want for their students 1 2 3 4 5 
2. Teachers acknowledge their imperfections readily 1 2 3 4 5 
SECTION B2 – TEACHER ATTITUDE 
1. Teachers try to improve their instruction to create an optimal learning 
environment for their pupils 
1 2 3 4 5 
2. Teachers help each other 1 2 3 4 5 
SECTION B3 – SCHOOL MANAGERIAL PROCESSES 
1. Supervision reinforces strengths in current job performance 1 2 3 4 5 
2. Staff development programs provide opportunities to learn new knowledge 1 2 3 4 5 
SECTION B4 – ORGANISATIONAL SCHOOL VALUE 
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1. The school should have high expectations for student achievement and 
behaviour 
1 2 3 4 5 
2. It is important that duties and responsibility of all school personnel are 
clearly defined 
1 2 3 4 5 
SECTION B5 – ORGANISATIONAL SCHOOL STRUCTURE 
1. Our school is able to go along with new educational trend 1 2 3 4 5 
2. We try to convince parents that our school is the best for their child 1 2 3 4 5 
SECTION C – PERFORMANCE CULTURE 
1. The school management inspires the school towards a vision 1 2 3 4 5 
2. Teachers at this school are committed 1 2 3 4 5 
Source: Author’s own construction from Appendix E 
 
Each variable had eight questions. Table 3.2 gives examples of the questions posted 
in each variable. Since there were 5 independent variables and 1 dependent variable 
with each variable having 8 questions, a total of 48 questions and statements were 
posed in the questionnaire. 
 
Bell (1996) as cited in Abdulai & Owusu-Ansah (2014) argue that a pilot study, which 
is as good as getting the bugs out of the research instrument should be conducted so 
that subjects in the main study do not experience difficulties in completing the 
instrument. There was no need for pilot testing the measuring instrument for this study 
because the instrument was adopted from a previous study by Gomez, Marcoulides 
and Heck (2012). The Cronbach alpha for Gomez, Marcoulides and Heck (2012) is 
given in table 3.3.  
 
Table 3.3: Cronbach’s alpha of the original instrument 
Variable Cronbach alpha 
Organisational school climate 0.77 
Organisational school structure 0.70 
Teacher attitude 0.63 
School managerial processes 0.78 
Organisational school value 0.63 
Source: Gomez, Marcoulides and Heck (2012) 
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As seen from Table 3.3 and according to the standard set by Zikmund, Babin, Carr 
and Griffin (2009), the original instrument was found to be a reliable measurement 
instrument and the same instrument was adopted for this study. 
 
3.4.2 Strategies of enquiry 
 
There are various strategies of enquiry in quantitative, qualitative and mixed methods 
(Goduka, 2012; Wahyuni, 2012; Wegner, 2012 and Abdulai & Owusu-Ansah, 2014). 
These are summarized as follows: 
 
3.4.2.1 Surveys  
Surveys are one of the most used data collection methods (Wegner, 2012 and Abdulai 
& Owusu-Ansah, 2014). This a system of gathering information through using 
questionnaires, interviews or observation. In cross-sectional surveys, all the data on 
relevant variables are collected at the same time or within a relatively short time frame 
thereby providing a good snapshot of the variables being investigated and tested. In 
longitudinal studies, measurements are taken over a distinct time period and permits 
variables to change over time (Abdulai & Owusu-Ansah, 2014). 
 
3.4.2.2 Experiments 
Experiments usually test the effect of dependent variable (the effect) on an 
independent variable (the determinants or causes). Experiments are usually 
performed in a controlled setting and are normally used in the physical sciences. In 
social sciences, experiments are field based (Abdulai & Owusu-Ansah, 2014). 
 
3.4.2.3 Ethnography 
In ethnography, a researcher studies a cultural group in a natural setting over a 
prolonged time and collects primarily observational data.  The research process is 
flexible and typically evolves contextually in response to the lived realities encountered 
in the field setting (Abdulai & Owusu-Ansah, 2014). 
 
3.4.2.4 Grounded theory 
In grounded theory, the researcher attempts to derive a theory of a process, action, 
behaviour, or interaction grounded in the views of participants in the study. This 
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process involves multiple stages of data collection and the refinement and 
interrelationship of categories of information (Abdulai & Owusu-Ansah, 2014). 
 
3.4.2.5 Case study  
During case studies, a researcher performs an in-depth systematic investigation of a 
phenomenon which can range from an activity, to process to individuals etc. The cases 
are bounded by time and activity and researchers collect detailed information using a 
variety of data collection procedures over a sustained period of time (Abdulai & 
Owusu-Ansah, 2014). 
 
3.4.2.6 Phenomenology  
This is the study of everyday life. In phenomenological studies, the investigator 
identifies the “essence” of human experiences concerning a phenomenon as 
described by participants in a study. Comprehending the “lived experiences” marks 
phenomenology as a philosophy as well as an approach and the procedure involves 
studying a small number of subjects or participants via extensive and prolonged 
engagement to develop patterns and relationships of meaning. In this process, the 
researcher “brackets” his experiences to understand those of the participants in the 
study (Abdulai & Owusu-Ansah, 2014). 
 
3.4.2.7 Narrative research  
It is a form of inquiry in which the researcher studies the lives of individuals and asks 
one or more individuals to provide stories about their lives. The information is then re-
told or re-storied by the researcher into a narrative chronology (Abdulai & Owusu-
Ansah, 2014). 
 
3.4.2.8 Action research  
Action research, also known as participatory action research, community-based study, 
co-operative inquiry, action science, problem-solving research, and action learning, is 
the study of a social situation carried out by those involved in that situation to improve 
both their practice and the quality of their understanding of the situation. Practitioners, 
industrialists, and students from the professional backgrounds normally adopt this 
strategy of inquiry by identifying a problem in the course of their work and to investigate 
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it in order to propose changes that will improve an existing situation (Abdulai & Owusu-
Ansah, 2014). 
 
The decision on which research methodology to use and which research enquiry to 
adopt depends on the philosophical stance regarding the epistemology and 
ontological issues (Abdulai & Owusu-Ansah, 2014). This research treatise adopted the 
survey method of collecting data. Questionnaires were distributed to respondents with 
requests that they be brought back within a set time frame as data for this study had 
to be collected within six weeks. Valuable data was collected and a good snapshot of 
variables was realised. 
 
3.4.3 Two main types of data 
 
Wegner (2012) and Abdulai & Owusu-Ansah (2014) outline two main types of data; 
primary data and secondary data. 
 
3.4.3.1 Secondary data 
Secondary data is data that already exist in a processed format as it was previously 
collected and processed by others for a purpose other than the problem at hand. 
Secondary data is found in among others; journals, books, reports, newspaper articles, 
undergraduate and post-graduate theses and dissertations, online materials, 
databases, video and audio recordings, photographs, computer based programs and 
online materials. Secondary data is usually collected through a literature review. Two 
main advantages of secondary data are argued by Wegner (2012). Firstly, it is that the 
access time is relatively short and secondly, that it is generally less expensive to 
acquire than primary data. The major disadvantage picked up by Wegner (2012) is 
that the data may not be relevant to the problem under study, it may not be current 
and data accuracy may be disputed. Despite its shortcomings, secondary data is 
important in research as it scans through what has been done in the research field 
already. The variables in this study were extracted from literature as well as the 
measurement instrument. Therefore, a literature review was a major component of this 
thesis. 
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3.4.3.2 Primary data 
Primary data is recorded for the first time at source and with a specific purpose in 
mind. It is usually gathered via procedures such as observation, interviews, 
questionnaires, and direct experiences. Questionnaires are normally used in 
quantitative studies while interviews are often used in qualitative studies. According to 
Wegner (2012), the main advantage of primary data is its high quality and relevance. 
This is because there is greater control over its collection and is usually specific to 
problem under study. The main disadvantage is that it can be time consuming and 
expensive to collect. This study, located in the quantitative paradigm used 
questionnaires to collect the primary data. The variables under test (identified through 
secondary data) were tested through administering a questionnaire.  
 
3.4.4 Sampling 
 
In the collection of primary data a sample is drawn from the target population (Abdulai 
& Owusu-Ansah, 2014). There are various sampling and sampling methods. These, 
as explained by Wegner (2012:153-157) are: 
 
 Convenience sampling 
This is a type of non-random sampling method where a sample is drawn to suit 
the convenience of the researcher; 
 
 Judgement sampling 
This is when researchers use their judgements alone to select the best 
sampling units to include in the sample; 
 
 Quota sampling 
Quota sampling involves the setting of quotas of sampling units to interview 
from specific subgroups of a population. When the quota for any one subgroup 
is met, no more sampling units are selected from that subgroup for interview. 
This, however, introduces a selection bias into the sampling process; 
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 Snowball sampling 
Snowball sampling is used when it is not easy to identify the members of the 
target population for reasons of sensitivity or confidentiality. If one member can 
be identified, then this person is asked to identify other members of the same 
target population. Each identified person would be asked to identify other 
members. In this way, the sample is built up; 
 
 Simple Random sampling 
A simple random sampling is a type of probability sampling where each member 
in the target population has an equal chance of being selected. One assumption 
is made in that the population is homogeneous with respect to the random 
variable under study; 
 
 Systematic random sampling  
Systematic random sampling is a type of probability sampling where a sample 
is randomly selected from a sampling frame. A sampling frame being a 
database of population members; 
 
  Stratified random sampling  
Stratified random sampling is a type of probability sampling that is used when 
the population is assumed to be heterogeneous with respect to the random 
variable under test; the population is divided into segments where the 
population members within each stratum are relatively homogeneous. 
Thereafter, simple random samples are drawn from each stratum, and 
 
 Cluster random sampling 
This is the last of probability sampling that is used where the target population 
can be naturally divided into clusters, where each cluster is similar to every 
other cluster. A subset of clusters is then randomly selected for sampling. 
 
The advantage of non-probability sampling techniques is that they are useful in 
exploratory research situations or in less scientific endeavours to provide initial 
insights into and profiles of random variables under study. Two major disadvantages 
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exist for non-probability sampling techniques; the samples are likely to be 
unrepresentative of their target population. Bias may be introduced into the statistical 
findings because significant sections of the population are likely to be omitted from the 
selection process and it is not possible to measure the sampling error from data based 
on a non-probability sample (Wegner, 2012). Sampling error is the difference between 
the actual population parameter value and its sample statistic. Two major advantages 
exist for random sampling methods; firstly that the selection bias is reduced meaning 
that the sample statistic likely estimates the population parameter and the sampling 
error can be calculated. All of the above was considered for this study. 
The target population for this study was high schools in Johannesburg East district. 
Out of the 42 high schools in Johannesburg East district, one school was sampled 
through convenience sampling. Convenience sampling was used for this study to suit 
the convenience of the researcher due to time and cost constraints. The sample 
consisted of the Principal, all 42 teachers and staff members, 7 SGB members and 70 
parents and alumni members. 
The questionnaire was distributed to 120 respondents as described above. The 
respondents ranged from the principal, the teachers and staff, parents and alumni 
members. Only ninety four (94) valid questionnaires were returned from the selected 
respondents within the set time frame. The response rate, therefore, was 78.3%.  
Table 3.4 tabulates a summary of the responses per position and response rate while 
chart 3.1 graphically illustrates the respondents by position.  
 
Table 3.4: Response rate of respondents 
 
Position Issued Received Response Rate (%) 
Principal 1 1 100 
Teachers/Staff 37 30 80.1 
Parents 35 25 71.4 
SGB 7 5 71.4 
Alumni 40 33 82.5 
TOTAL 120 94 78.3 
Source: Author’s own construction based on statistical data 
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From table 3.4, it can be seen that there was a fair spread of responses per different 
position. 
 
Chart 3.1: Summary of responses per position 
 
Source: Author’s own construction based on statistical data 
 
It can be concluded from Chart 3.1 that there was a fair distribution of respondents 
with the exception being the principal and the SGB because there can only be one 
principal and a few SGB members in a school. 
 
 
3.5 ETHICAL ISSUES 
 
It is important that a researcher follows ethical procedures during research. According 
to Neuman (2003), researchers have a moral and professional obligation to be ethical, 
even when research subjects are unaware of or unconcerned about ethics. As a 
consequence of that, Neuman (2003) recommends that informed consent to 
participate in the study must be sought from the participants. Informed consent was 
obtained from participants and a brief description of the purpose and procedure of the 
research, with an indication of any benefits from research was stated. Research was 
made completely voluntary and participants could terminate their participation at any 
Teachers/Staff; 32%
Parents; 27%
SGB; 5%
Alumni; 36%
Summary of responses per position
Teachers/Staff
Parents
SGB
Alumni
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time without any penalties. Anonymity and the confidentiality of records was 
guaranteed. Neither the names of participants nor of their school appeared anywhere 
in the study so as to guarantee confidentiality. 
 
Full ethical clearance was applied and granted (Ref: H-15-BES-BS-012) by the NMMU 
Ethics Committee (Human). Permission was further sought and granted by the 
Gauteng Provincial Education Department (Ref: D2016/133) and the Johannesburg 
East District Director to gain access to the school. The Principal of the selected school 
was written a letter seeking permission to gain access to the school and the school 
database for alumni (see Appendices A, B, C and D).  
 
 
3.6 VALIDITY AND RELIABILITY 
 
The results of any research and their significance is dependent on the accuracy of the 
measurement instruments used. The validity of the conclusions drawn and the 
inferences made from the study is therefore influenced to a greater degree by the 
reliability and validity of the measuring instruments used (Creswell, 2009; Neuman, 
2011 and Collis & Hussey, 2014). Neuman (2011) further argues that the reliability of 
an instrument is closely associated with its validity. In research, therefore, the tools 
used to measure constructs must be valid and reliable so that the results are credible.  
  
3.6.1 Validity 
 
There is a general consensus regarding what validity is; ‘the extent to which a tool 
measures what it is supposed to measure and through which the claims by the 
researcher correspond to reality (Neuman, 2003; Creswell, 2009, Neuman, 2011 and 
Collis & Hussey, 2014). These same scholars outline two of the most common ways 
of assessing validity of research; face validity and construct validity.  
 
Face validity, also known as content validity involves making sure that the 
measurement tool used by the researcher actually measure what it is supposed to 
measure (Collis and Hussey, 2014). This is usually done by asking recognised experts 
in the field to give their opinion of the measurement instrument. For this research, face 
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validity was not done as the measurement instrument was adopted from an earlier 
study by Gomez, Marcoulides, and Heck (2012), of which the tool was already 
validated by industry experts. 
 
Collis and Hussey (2014) posit that during research, there are a number of phenomena 
that are not directly observed like motivation, satisfaction, anxiety or frustration, for 
example. Construct validity, therefore, is the extent to which the measuring tool 
measures those phenomena and infers patterns from people’s behaviour. For this 
study, it is logically assumed that the design of the questionnaire as informed by 
literature and designed by Gomez, Marcoulides, and Heck (2012) already has in-built 
content validity. 
 
3.6.2 Reliability 
 
Reliability refers to the accuracy, consistency and repeatability of the research results 
(Collis and Hussey, 2014). A study is reliable if when repeated, the same results are 
obtained. There are a number of reliability tests, and the most widely used for multiple-
item scales like as used in this study is the Cronbach’s alpha (α) coefficient (Collis and 
Hussey, 2014). The reliability of this study was, therefore, measured through 
Cronbach’s alpha coefficient. Cronbach alpha values range from to 0 to 1, the higher 
the coefficient showing a greater reliability and a lower coefficient showing a low 
reliability. According to Nunnally (1978) as cited in Arnolds (2014), α = 0.5 has been 
accepted in most cases for basic research. Zikmund, Babin, Carr, and Griffin (2009), 
however, as tabulated in Table 3.5 view Cronbach’s alpha coefficient of 0.5 as showing 
poor reliability. 
Table 3.5 Levels of reliability as given by Zikmund, Babin, Carr, and Griffin (2009) 
Cronbach’s alpha coefficient Level of reliability 
0.50 Poor reliability 
0.60 Fair reliability 
0.70 Good reliability 
0.80 Very good reliability 
Source: Author’s own construction based on Zikmund, Babin, Carr, and Griffin (2009) 
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Zikmund, Babin, Carr, and Griffin (2009) argue that a Cronbach’s alpha scale of 0.50 
shows poor reliability while according to Nunnally (1978) as cited in Arnolds (2014), 
Cronbach’s alpha scale of 0.50 is acceptable for basic research. For this study which 
is basic, with insight from both Nunnally (1978) as cited in Arnolds (2014) and 
Zikmund, Babin, Carr, and Griffin (2009), a Cronbach’s alpha scale of 0.60 is regarded 
as acceptable reliability. This study settles for 0.60 as an indication of acceptable 
reliability. Through statistical analysis, Cronbach alpha’s coefficient for this study were 
calculated for the dependent and each of the independent variables in the conceptual 
framework. Table 3.6 gives the alpha values for this study.  
Table 3.6: Cronbach Alpha values of the measuring Instruments 
Variables in the instrument Alpha value (α) 
Organisational school culture (OSC) 0.64 
Teacher Attitude (TAT) 0.84 
School Managerial Processes (SMP) 0.69 
Organisational school value (OSV) 0.75 
Organisational school structure (OSS) 0.71 
Performance Culture (PERFC) 0.73 
Source: Author’s own construction based on statistical data 
 
As indicated in table 3.6, all the variables in the instrument returned alpha values of 
more than 0.60 making this study reliable. Fair consistency was achieved and only two 
questions were discarded from the interpretation so as to ensure high Cronbach 
alpha’s coefficients. The variables, Teacher Attitude and Organisational School Value 
returned high alpha values (α = 0.84 and α = 0.75, respectively) making them very 
good measures and reliable instruments.  
 
 
3.7 LIMITATIONS OF THE STUDY 
 
There are several limitations to this study: 
 No pilot testing of the research instrument was done to prove validity as the 
assumption is that the study by Gomez, Marcoulides, and Heck (2012), who 
designed the instrument validated it; 
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 Convenience sampling was used to identify one school of which based on the 
greater population of schools in Johannesburg East district, the sample is 
considered too small and, therefore, care should be taken not to generalise 
results to the general population; 
 Only respondents (especially parents and alumni) that could be reached 
participated in the study. This may have introduced bias as the views of those 
students who do not participate and are untraceable from the alumni records 
were not heard, and 
 Cronbach’s alpha coefficients of 0.60 was considered acceptable as this study 
is considered basic research. 
 
 
3.8 CONCLUSION 
 
Various research methodology exist and were discussed in this chapter. For this study, 
positivist research methodology was adopted with data collected through 
administering a questionnaire. Convenience sampling was used to select a school in 
Johannesburg East. The choice was influenced by ease of accessibility so as to 
minimise costs and time required to collect data.  Questionnaires to respondents were 
distributed through hand and emails. Out of 120 questionnaires distributed, 94 were 
received back giving this study a 78.3% response rate.  
 
For this study, both primary and secondary data was collected. Primary data was 
collected through administering a questionnaire which was used to test variables that 
came out of the secondary data. The secondary data was collected through a study of 
literature. The two types of data are critical to this study as they link to each other. The 
instrument used to measure and test variables came out of literature. 
 
Ethical procedures were considered for this study and full ethical clearance was 
applied and granted by the NMMU Ethics Committee (Human). All protocols 
prescribed by the NMMU Business School and the broader NMMU through the Ethics 
Committee (Human) was observed so as to maintain and enhance the ethics credibility 
of the research. Further, approval was sought and granted by the Gauteng Department 
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of Education as well as the Johannesburg East Education District Director to access 
the school. The personnel targeted were the Principal, teachers and staff, parents, 
SGB members and the school alumni. 
 
In the following chapter, an analysis of both descriptive (measures of central tendency) 
and inferential statistics are outlined and analysed to determine statistical 
relationships. Statistical results are used to come up with correlations among 
independent variables and between independent variables and the dependent 
variable. Other statistical measures like t-testing and ANOVA are used to compare 
variables and test for relationships and influence. Furthermore, hypotheses posed 
earlier on are tested through multiple regression analysis. 
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CHAPTER 4: RESEARCH RESULTS AND ANALYSIS 
 
4.1 CHAPTER OUTLINE 
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4.2 INTRODUCTION 
 
The previous chapter detailed the research paradigm adopted and the research 
methodology employed for this study. Sampling techniques and data collection for this 
study as well as the response rate was discussed. The validity and reliability of the 
data collected was tested and as stated in the previous chapter, this study has been 
proven to be reliable and valid. 
 
This chapter focuses on the analysis and interpretation of the data collected. The aim 
of this chapter is to seek to find relationships among variables that will attempt to 
address the main research objective of this study which is to identify the factors that 
influence a performance culture at schools. The data presented here, therefore, has 
an inferential and descriptive component. 
 
The expertise of Dr Jacques Pietersen, a statistical consultant at the NMMU Unit for 
Statistical Consultation (USC) was used to analyse the raw data. The data was 
analysed into descriptive and inferential statistics. The programmes used were SPSS 
Version 23 and Statistica version 12 programmes. Reliability and validity of data were 
ascertained through statistical means, as stated in the previous chapter. Basic 
statistical calculations like mean, median and standard deviation were calculated for 
all data. The questionnaire sought to determine to what extent respondents agreed 
with questions or statements. The extent of agreeing ranged from strongly disagree to 
strongly agree. All options for strongly disagree were combined with disagree and 
those of strongly agree with agree so that only three were used to ease the process 
of analysis. Hypotheses posed in this study were tested through a multiple regression 
analysis. 
 
 
4.3 ANALYSIS OF BIOGRAPHICAL INFORMATION 
 
The questionnaire consisted of three sections; section A collecting the biographical 
details of the respondents, section B and section C collecting data for the variables 
under test. The biographical details requested were gender, experience category, 
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position and education levels. Chart 4.1 to chart 4.4 presents this analysis in the form 
of a pie chart. 
 
Chart 4.1: Respondents by gender 
 
Source: Author’s own construction based on statistical data 
 
There was a 50-50 split of responses by gender, therefore, it is be argued that this 
study has no gender bias in this study. 
 
Chart 4.2: Response rate by position 
 
Source: Author’s own construction based on statistical data 
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Since only one school was sampled, there was one principal as respondent and the 
other respondents (alumni, teachers/staff and parents) are equally split with the 
exception of the SGB. The number of SGB members in the school is actually 7, so 
as shown previously, the 5 who responded showed a good response rate. 
 
Chart 4.3 Response rate by experience category 
 
Source: Author’s own construction based on statistical data 
 
As shown on chart 4.3, most respondents (72%) had work experience of more than 
15 years. The least experienced group with less than 5 years’ experience (28%) were 
the alumni. 41% of respondents had 15 or more years’ experience, indicating that the 
school had either highly experienced staff or the parents had been working for a 
number of years. The average number of years at work was calculated as 12.16 years 
with a standard deviation of 8.85. This shows a fairly experienced group of 
respondents. 
 
As per chart 4.4, most respondents (36% with degree and 16% with post-graduate 
degrees) were fairly well educated as expected from a school in Johannesburg East 
district. A number of alumni members were expected to have tertiary qualifications as 
well. 
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Chart 4.4: Response rate by education level 
 
Source: Author’s own construction based on statistical data 
 
 
4.4 STATISTICAL RELATIONSHIPS AMONG VARIABLES 
 
The five independent variables hypothesised against the dependent variable were 
tested for linkage. As stated in the introduction, Dr Jacques Pietersen, a statistical 
consultant at the NMMU Unit for Statistical Consultation (USC) used SPSS Version 
23 and Statistica version 12 programmes to come up with inferential statistics. T-
testing and ANOVA was done so as to fully understand the biographical data collected 
and check for differences in the perception of respondents. Hypotheses formulated in 
chapter one and explained in chapter two were tested using multiple regression 
analysis.  
 
4.4.1 T-testing 
 
To fully understand the biographical data collected, comparisons for respondents in 
terms of gender was done through t-testing and Cohen’s d. Collis and Hussey (2014) 
support this testing for parametric data for independent variables measured on an 
Matric; 19%
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interval scale. The purpose of this testing was to establish whether there is a difference 
in perception between different demographic groups. The null hypothesis for this 
section was that there is no difference between the different groups. The results are 
significant when probability value (p-value) is less than 0.05 (Wegner, 2012 and Collis 
& Hussey, 2014). Cohen's d is an effect size measure that indicates the practical 
significance of a finding (Pietersen, 2015). A Cohen’s d of less than 0.50 indicates a 
small significance, a Cohen’s d-value of 0.50 to 0.79 indicates medium significance 
and d-value of 0.8 and above indicates large significance (Pietersen, 2015). Table 4.1 
tabulates the gender grouping t-test. 
 
Table 4.1: Gender grouping t-test 
 Valid N Mean t-value Standard deviation p value Cohen’s d 
Female  Female Female Male Female Male 
OSC 47 47 3.71 3.58 1.14 0.60 0.49 0.2586  
TAT 47 47 3.82 3.51 2.10 0.62 0.82 0.0383 0.43 
SMP 47 47 3.61 3.44 1.23 0.64 0.68 0.2231  
OSV 47 47 3.69 3.71 -0.10 0.71 0.58 0.9210  
OSS 47 47 4.09 3.97 1.04 0.64 0.45 0.2992  
PERFC 47 47 3.82 3.77 0.48 0.47 0.59 0.6294  
Red & bold indicates statistically significant difference at p < 0.05 
Source: Author’s own construction from statistical data 
 
Table 4.1 reveals a statistically significant difference in the mean scores of males and 
females in the independent variable, Teacher Attitude (TAT). The p-value is less than 
0.05 (p-value < 0.05).  Cohen’s value, however, indicates a small significance between 
males and females in how they rate the effect of teacher attitude on performance 
culture. There is, therefore, a significant difference in the perception of males and 
females in how teacher attitude influences a performance culture. This difference is, 
however, small according to Cohen’s d measurement. The other independent 
variables and the dependent variable revealed no statistically significant difference in 
the perception according to gender. 
 
 
 
Factors that influence a performance culture in a selected school in Johannesburg East district 66 | P a g e  
 
4.4.2 Analysis of Variance (ANOVA) 
 
Wegner (2012) posits that analysis of variance (ANOVA) is used when more than two 
population means are being compared. ANOVA was used in this study to compare the 
perception according to position of how the independent variables influence a 
performance culture. Table 4.2 outline the variances in the mean scores according to 
position. The position of respondents were Teacher/Staff/Principal, SGB, Parent and 
Alumni. Teacher, staff and principal were combined into one category because they 
are all fulltime and are based at school.  
 
Table 4.2: Position grouping 
Position Valid N OSC TAT SMP OSV OSS PERFC 
Mean Mean Mean Mean Mean Mean 
Tr/Staff/Principal 31 3.77 3.75 3.78 3.82 4.09 3.72 
SGB 5 3.60 3.38 3.26 3.85 4.00 3.68 
Parent 25 3.58 3.57 3.30 3.57 3.99 3.87 
Alumni 33 3.59 3.70 3.51 3.67 4.00 3.83 
All groups 94 3.65 3.66 3.53 3.70 4.03 3.80 
Source: Author’s own construction from statistical results 
 
From table 4.2, it can be seen that there is not much difference in the mean scores 
between responses according to position with the exception in the SMP variable. To 
test for statistically significance, Table 4.3 gives the analysis of variance values by 
giving the F-statistic and the p-value. 
 
The analysis of variance revealed a statistically significant difference in the variable 
SMP with F-stat of 2.96 and p-value of 0.0365 which is less than 0.05. This proves 
that there is indeed a variance of perception in the SMP variable among different 
respondents as per their position in the school. To further probe in which different 
position the statistically significant difference is, table 4.4 tabulates a Tukey HSD test 
which was performed. 
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Table 4.3: Analysis of variance 
 F-stat p-value 
OSC 0.74 0.5299 
TAT 0.55 0.6472 
SMP 2.96 0.0365 
OSV 0.80 0.4961 
OSS 0.19 0.9025 
PERFC 0.50 0.6838 
Red indicates statistically significant at p < 0.05 
Source: Author’s own construction from statistical data 
        
Table 4.4: Tukey HSD test; variable: SMP 
The bottom diagonal contains p-values and the top diagonal Cohen's d values. 
 Trs/Staff/Principal SGB Parent Alumni 
Trs/Staff/Principal    0.79 (M)  
SGB 0.3378    
Parent 0.0323 0.9993   
Alumni 0.3327 0.8503 0.6103  
Source: Author’s own construction from statistical data 
 
From table 4.4, it can be seen that the p-value between teacher/staff/principal and the 
parents is statistically significant (p-value < 0.05) and the Cohen’s d value between 
the two groupings of respondents is medium. This provides an interesting variance as 
teachers/staff/principal are employed at the school and have different perceptions from 
the parents on how school managerial processes influence performance culture. The 
difference between the two groupings can be viewed as internal perceptions versus 
external perceptions. These different perceptions may have an impact on the 
performance culture of the school.       
    
4.4.3 Correlation 
 
Correlation measures the association that exists between two quantitative variables, 
and if there is an association provides the strength and direction of such association 
(Arnolds, 2014 and Collis & Hussey, 2014). Correlation is measured by Pearson’s 
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correlation coefficient and the range is between -1 (perfect negative correlation) and 
+1 (perfect positive correlation). 0 means that there is no correlation. Collis and 
Hussey (2014) outline the values of correlation be graded as: 
 
 0.90 to 0.99  very high positive correlation; 
 0.70 to 0.89  high positive correlation; 
 0.40 to 0.69  medium positive correlation; 
 0 to 0.39  low positive correlation; 
 0 to -0.39  low negative correlation; 
 -0.40 to -0.69 medium negative correlation; 
 -0.70 to -0.89 high negative correlation, and 
 -0.90 to -0.99 very high negative correlation. 
 
Collis and Hussey (2014) further cautions that care should be used when interpreting 
the correlation coefficients because correlation does not prove the causal link between 
two variables. In this study, the causal link between the independent and dependent 
variable is proven or disproven through regression analysis. 
 
Table 4.5 indicates the correlation coefficient obtained through statistical analysis. 
 
Table 4.5: Correlation of independent and dependent variables 
Marked correlations (in red & bold) are significant at p < .05 
 OSC TAT SMP OSV OSS PERFC 
OSC 1,00          
TAT 0,51 1,00      
SMP 0,56 0,62 1,00     
OSV 0,62 0,55 0,58 1,00    
OSS 0,46 0,40 0,37 0,61 1,00  
PERFC 0.24 0.19 0.15 0.29 0.20 1.00 
Source: Author’s own construction based on statistical data 
 
There is a generally medium positive correlation between the independent variables. 
The correlations that stood out were Organisational School Culture (OSC) to 
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Organisational School Value (OSV) and Teacher Attitude (TAT) to School Managerial 
Process (SMP) which had the strongest values at Pearson’s correlation value of 0.62 
and Organisational School Value (OSV) to Organisational School Structure at 
Pearson’s correlation value of 0.61. All the correlation values between the independent 
variables to each other were found to be statistically significant at p-value < 0.05. It 
can be inferred that there is an association among these independent variables. This 
further reinforces findings in literature, that there is an association between these 
factors. Correlation between both OSC and OSV to the dependent variable, 
Performance Culture (PERFC) yielded a low positive value. The values, however, 
were significant at p-value < 0.05. There is, therefore, a positive association (even 
though it is weak) between OSC and performance culture as well as between OSV to 
performance culture.  Correlation between TAT, SMP and OSS to the dependent 
variable, PERFC, was found to be statistically insignificant at p-value < 0.05 meaning 
there is no association between the two. These results are graphically illustrated in 
Chart 4.5 
 
Chart 4.5: Scatter plots of correlation 
 
Source: Pietersen (2015) 
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It can be seen from the scatter plots that strong correlation exists between OSC to 
TAT, OSC to SMP, OSC to OSV and OSC to OSS as well as medium correlation 
between OSC to PERFC. The second strongest correlation to the dependent variable, 
PERFC is OSV. Other significant correlations are between TAT to SMP, TAT to OSV, 
SMP to OSV and OSV to OSS.  It can be inferred, therefore, that organisational school 
climate has a strong association with all independent variables and has the strongest 
association to performance culture. The causality will be determined through 
regression testing. 
 
4.4.4 Multiple linear regression and hypotheses testing 
 
The significance of hypothesis testing is emphasised by Wegner (2012:187) who 
posits that ‘to test claims scientifically, sample data is gathered and analysed. The 
hypothesised or claimed value is then either accepted as probably true or rejected as 
probably false’. The best way to conduct a hypothesis test as argued by Wegner 
(2012) is through the use of probabilities to decide whether the null hypothesis is likely 
to be true or false. This is known as the probability value (p-value) approach.  
 
Through the statistical packages stated earlier, Pietersen (2015) was able to derive p-
values that allowed for the testing of the hypotheses. A small p-value indicates a low 
probability of observing the sample statistic if the null hypotheses were true. This 
according to Wegner (2012) provides strong evidence to reject the null hypothesis (H0) 
in favour of the alternative hypothesis (H1). Wegner (2012) states that a p-value of less 
0.05 (p < 0.05) is generally used to reject H0 in favour of H1. Statistically, the smaller 
the p-value is below 0.05, the stronger the sample evidence against the null hypothesis 
being the true state of nature (Wegner, 2012:207). 
 
The dependent variable of this study was performance culture (PERFC) and the five 
independent variables were organisational school climate (OSC), teacher attitude 
(TAT), school managerial processes (SMP), organisational school value (OSV) and 
organisational school structure (OSS). To answer the main research question and 
achieve the aim of testing the identified factors and their causality to performance 
culture, a multiple regression was done and the results are indicated in table 4.6. 
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Table 4.6: Multiple regression analysis summary for dependent variable: 
performance culture 
Regression summary for dependent variable: PERFC 
R= 0.30;  R²= 0.09;  Adjusted R²= 0.04 
  b* 
  
Std.Err. 
of b* 
b 
  
Std.Err. 
of b 
t(88) 
  
p-value 
  
Intercept   2.73 0.45 6.03 0.0000 
OSC 0.11 0.14 0.11 0.13 0.79 0.4317 
TAT 0.05 0.14 0.04 0.10 0.39 0.6942 
SMP -0.08 0.14 -0.07 0.11 -0.58 0.5660 
OSV 0.22 0.16 0.18 0.13 1.42 0.1593 
OSS 0.02 0.13 0.02 0.12 0.19 0.8497 
b* - standardized coefficients b - unstandardized coefficients    
Source: Author’s own construction based on statistical data 
 
From the table of multiple regression summary, R2 = 0.09 which indicates that these 
five independent variables explain only 9% of the factors that influence a performance 
culture in the selected school. There are, therefore, many other factors which may be 
responsible for influencing a performance culture at the selected school.  
 
OSC and OSV correlated significantly with PERFC as discussed in correlation but 
none of them were significant in the regression summary. The reason for this ‘strange’ 
result is the high correlations among the predictors (Pietersen, 2015). A forward 
stepwise regression was done to OSC and OSV to check for any significant predictor 
of performance culture. Table 4.7 gives the forward stepwise regression which 
revealed a statistically significant result. 
 
Table 4.7: A forward stepwise regression 
Regression summary for dependent variable: PERFC 
R= 0.29;  R²= 0.08;  Adjusted R²= 0.04 
  b* 
  
Std.Err. 
of b* 
b 
  
Std.Err. 
of b 
t(88) 
  
p-value 
  
Intercept   2.92 0.31 9.48 0.0000 
OSV 0.29 0.10 0.24 0.08 2.87 0.0041 
b* - standardized coefficients b - unstandardized coefficients    
Source: Author’s own construction based on statistical data 
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It was interesting to note that at step one, OSV account for 8% of the factors that 
influence a performance culture at the selected school. Table 4.6 and 4.7 is used, 
therefore, to test hypotheses in this study. To test whether the independent variables 
have an influence on the performance culture, multiple regression is used to prove or 
disprove the null hypotheses stated in chapter one. 
 
4.4.4.1 Organisational school culture 
To establish the influence of organisational school culture on performance culture, the 
following hypotheses were stated: 
 
HO1: Organisational school climate has no influence on performance culture 
HA1: Organisational school climate influences performance culture 
 
Regression analysis revealed a p-value which is greater than 0.05 (p-value = 0.4317), 
therefore, the result is not significant enough to reject the null hypothesis (HO1) in 
favour of the alternative hypothesis (HA1). In correlation, organisational school climate 
had revealed a statistically significant correlation, therefore, a forward stepwise 
regression was done to probe further if there is a statistically significant influence on 
performance culture. The result revealed that as per the data collected for this study, 
organisational school climate at the selected school has no statistically significant 
influence on performance culture. 
 
4.4.4.2 Teacher attitude 
To establish the influence of teacher attitudes on performance culture, the following 
hypotheses were stated: 
 
HO2: Teacher attitude has no influence on performance culture 
HA2: Performance culture is influence by the attitude of teachers 
 
From the regression analysis, p-value is greater than 0.05 (p-value = 0.6942), meaning 
the result is not significant enough to reject the null hypothesis (HO2) in favour of the 
alternative hypothesis (HA2). It can be inferred from the data collected for this study 
that at the selected school, teacher attitude has no influence on performance culture. 
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4.4.4.3 School Managerial Processes 
To establish the influence of school managerial processes on performance culture, the 
following hypotheses were stated: 
 
HO3: School managerial processes have no influence on performance culture 
HA3: School managerial processes influences the performance culture at school 
 
From regression analysis, p-value is greater than 0.05 (p-value = 0.5660), meaning 
the result is not significant enough to reject the null hypothesis (HO3) in favour of the 
alternative hypothesis (HA3). It can be inferred from the data collected for this study 
that at the selected school, school managerial processes have no influence on 
performance culture. 
 
4.4.4.4 Organisational school value 
To establish the influence of organisational school value on performance culture, the 
following hypotheses were stated: 
 
HO4: Organisational school value has no influence on performance culture 
HA4: Organisational school value has an influence on performance culture 
 
Regression analysis revealed a p-value which is greater than 0.05 (p-value = 0.1593) 
meaning the result is not significant enough to reject the null hypothesis (HO4) in favour 
of the alternative hypothesis (HA4). However, during correlation testing, organisational 
school value revealed a statistically significant value to performance culture. A forward 
stepwise regression was done to probe further if there is a statistically significant 
influence on performance culture. The result revealed a p-value which is less than 
0.05 (p-value = 0.0041). This result is statistically significant and, therefore, the null 
hypothesis is rejected in favour of the alternative hypothesis. The alternative 
hypothesis is probably true. From the data collected from this study, organisational 
school value has an influence on performance culture. 
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4.4.4.5 Organisational school structure 
To establish the influence of organisational school structure on performance culture, 
the following hypotheses were stated: 
 
HO5: Organisational school structure has no influence on performance culture 
HA5: Organisational school structure has an influence on performance culture 
 
From regression analysis, p-value is greater than 0.05 (p-value = 0.8497), meaning 
the result is not significant enough to reject the null hypothesis (HO5) in favour of the 
alternative hypothesis (HA5). It can be inferred from the data collected for this study 
that at the selected school, organisational school structure has no influence on 
performance culture. 
 
 
4.5 PRESENTATION AND ANALYSIS OF DESCRIPTIVE STATISTICS 
 
The main research objective of this study was to identify factors that influence 
performance culture at schools. To achieve that, literature was surveyed and from it 
came five variables that had been tested empirically in this study. During the 
measurement of the variables identified in literature, perceptions of respondents were 
sought from multiple statements anchored on a five point Likert-style scale ranging 
from strongly disagree to strongly agree.  Numerical values, ranging from one (strongly 
disagree) to five (strongly agree), were used to enable the quantitative analysis of 
results. 
 
The descriptive statistics used in this study included measures of central tendency and 
dispersion of selected variables. The following descriptive statistics presents a 
summary of responses to questions that were meant to determine the relationship 
between the dependent variable (performance culture-PERFC) and the five 
independent variables: Organisational School Climate (OSC), Teacher Attitude (TAT), 
School Managerial Processes (SMP), Organisational School Value (OSV) and 
Organisational School Structure (OSS). The respondents’ perceptions on the 
influence of these independent variables on performance culture (PERF) are 
summarised in Table 4.8 to Table 4.13. The questionnaire had questions that solicited 
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the respondents’ opinions on how they perceived certain variables in the sampled 
school. The tables outlines the descriptive statistics of the responses by providing a 
summary of responses as percentages, the mean (𝒳) and the standard deviation (s) 
to individual questions.  
 
4.5.1 Organisational School Climate (OSC) 
 
Organisational school climate has been shown to have an influence on school 
performance (Marcoulides & Heck, 1993; Keble, 2012 and Gomez, Marcoulides & 
Heck, 2012). The respondents were asked of their opinions of how organisational 
school climate influences the performance culture in a school environment. Table 4.8 
depict the responses of the respondents on how organisational school climate 
influences a performance culture at schools.  
 
Table 4.8: Descriptive statistics on Organisational School Climate (OSC) 
Code Statement % 
disagree 
% 
neutral 
% 
agree 
 𝒳 s 
OSC1 Teachers have a clear, collective vision 
of what they want for their students 
16.0 18.0 66.0 3,70 1,10 
OSC2 Our class sizes promote healthy teaching 
and learning 
10.6 12.8 76.6 3,93 0,98 
OSC3 Teachers constantly solicit input and 
feedback from parents 
36.4 26.6 37.0 3,05 1,15 
OSC4 There is trust between administrators 
and teachers 
28.7 29.8 41.5 3,14 1,14 
OSC5 The school management promotes open 
communication 
31.9 22.3 45.8 3,27 1,17 
OSC6 The principal encourages hard work in 
learners 
1.1 5.3 93.6 4,46 0,65 
OSC7 The principal strives for school growth 5.3 1.1 93.6 4,30 0,75 
OSC8 Administrators  invest time and energy in 
good public relations 
27.7 21.3 51.0 3.33 1.11 
 
Valid = 94; mean = 3.65; median = 3.63 and standard deviation = 0.55 
Source: Author’s own construction based on statistical data 
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The overall mean score for organisational school climate was 3.65 which indicated 
that most respondents were of the perception that organisational school climate 
affected the performance culture of a school. It was also noted that there was a strong 
perception (93.6% agreed with a mean of 4.46) from respondents that a performance 
culture exists in a school when the principal encourages hard work in learners. The 
second strongest perception (93.6% agreed with a mean of 4.30) was of the principal 
striving for school growth. These two point to the importance of the leadership in 
influencing the organisational school climate which then impacts on the performance 
culture of a school. There was minimal spread of the opinions in the two statements 
(standard deviation of 0.65 and 0.75, respectively) showing that most most 
respondents had perceptions within a close bracket. There was an indifference of 
opinion (36.4% disagreed, 26.6% were neutral, 37.0% agreed and a mean of 3.05) 
regarding teachers soliciting input and feedback from parents. 
 
4.5.2 Teacher Attitude (TAT) 
 
The attitudes of teachers at school influence the culture of a school and whether the 
culture enhances performance as was argued by Masitsa (2005); Keble (2012); 
Gomez, Marcoulides & Heck (2012) and Lumby (2013). The respondents were asked 
of their opinions of how they perceived the attitudes of teachers at the school. Table 
4.9 depict the responses of the respondents on how teacher attitude influences a 
performance culture at schools.  
 
Table 4.9: Descriptive statistics on Teacher Attitude (TAT) 
Code Statement % 
disagree 
% 
neutral 
% 
agree 
 𝒳 s 
TAT1 Teachers try to improve their instruction to 
create an optimal learning environment 
16.0 13.8 70.2 3,77 1,07 
TAT2 There is team work between teachers 24.5 28.7 46.8 3,31 1,15 
TAT3 Teachers create an open atmosphere in 
which learners do not feel threatened 
20.2 14.9 64.9 3,60 1,16 
TAT4 Good teaching is taken seriously here 11.7 9.6 78.7 3,97 1,00 
TAT5 Teachers at our school are enthusiastic 
about their work 
12.8 8.5 78.7 3,93 1,03 
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TAT6 Teachers respect each other  16.0 16.0 68.0 3,67 1,05 
TAT7 Teachers have a positive perception of 
parents 
19.1 22.3 58.5 3,53 1,05 
TAT8 Teachers have a positive perception of 
learners 
21.3 19.1 59.6 3,53 1,11 
 
Valid = 94; mean = 3.66; median = 3.88 and standard deviation = 0.74 
Source: Author’s own construction based on statistical data 
 
The overall mean score for teacher attitude was 3.88 which indicated that most 
respondents were of the perception that teacher attitude affects the performance 
culture of a school. There was another strong perception (78.7% agreed with a mean 
of 3.97) from respondents that good teaching influenced a performance culture in the 
school. It was also equally highly perceived that teachers who are enthusiatic about 
their work influence the performance culture in the school (78.7% agreed with a mean 
of 3.93). Both these perceptions have the lowest spread (standard deviation of 1.00 
and 1.03, respectively) meaning there was not much deviation in perceptions. These 
results support what was found in literature in that good teachers are enthusiastic 
about their work and enhance a performance culture (Gomez, Marcoulides & Heck, 
2012 and Lumby, 2013). On the negative side, team work among teachers was found 
to be lacking with less than 50% of respondents (mean of 3.31 and a standard 
deviation of 1.15) agreeing that there is team work among teachers. This was in 
agreement with some of the findings of Marcoulides and Heck (1993) in which it was 
found that a lack of team work affected the performance of a team. Keble (2012) found 
similar results in his investigation of poor mathematics and science results at schools. 
 
4.5.3 School Managerial Processes (SMP) 
 
The school managerial processes as discussed in chapters one and two are the 
managerial operational processes that influence attitudes and create beliefs in a 
school. A number of scholars (Niemann & Kotze, 2006; Bush, et al., 2009; Ngcobo, 
2010 and Bush, Kiggundu & Moorosi, 2011) agree that the managerial processes of a 
school influence the culture and performance. To ascertain the perceptions as to how 
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the managerial processes at the sampled school influenced the performance culture, 
table 4.10 depicts the responses of the respondents. 
 
Table 4.10: Descriptive statistics on School Managerial Processes (SMP) 
Code Statement % 
disagree 
% 
neutral 
% 
agree 
 𝒳 S 
SMP1 The Principal is  held accountable for the 
performance of the school 
14.9 8.5 76.6 3,88 1,07 
SMP2 Teachers attend developmental programs 
that improves their knowledge 
22.4 17.0 60.6 3,60 1,18 
SMP3 There is enough resources at our school 
that support the academic output 
23.4 13.8 62.8 3,52 1,14 
SMP4 There is quality management at our 
school 
17.0 18.1 64.9 3,64 1,05 
SMP5 Teachers are held accountable for the 
performance of their learners 
10.6 6.4 83.0 4,12 0,97 
SMP6 There is little teacher turnover at our 
school 
33.0 24.5 42.5 3,11 1,17 
SMP7 Parents support the activities of the 
school 
26.6 27.7 45.7 3,24 1,13 
SMP8 The SGB or Board support the activities of 
the school 
22.3 18.1 59.6 3,47 1,16 
 
Valid = 94; mean = 3.53; median = 3.71 and standard deviation = 0.66 
Item in grey was omitted from OSS due to low item correlation which meant poor reliability 
Source: Author’s own construction based on statistical data 
 
The overall mean score for school managerial processes was 3.53 which indicated 
that most respondents were of the perception that the school management’s 
processes enhance performance. The mean, however, was the lowest among the five 
independent variables meaning that there was not much a strong perception on the 
actions of the management in instiling a culture of performance. 
 
Item 1 was omitted because it had poor reliabiity due to low item correlation. There 
was a strong perception that teachers are held accountable for the performance of 
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their learners (83% agree with a mean of 4.12 and standard deviation of 0.97). On the 
other side, there was a strong perception that teacher turnover was high with almost 
60% believing that teacher turnover is high (33% agree, 42.5% disagree and 24.5% 
were neutral). This can be expected because since teachers were held accountable 
in this private school, teacher turnover tended to be high. Equally rated low was the 
perception from most respondents, only 26.6% believed that parents support the 
activities of the school.  
 
4.5.4 Organisational School Value (OSV) 
 
The organisational school value (OSV) as stated previously is a measurement of the 
principles, ideologies, and activities representing values thought to be important in 
achieving school productivity (Gomez, Marcoulides and Heck, 2012). Respondents 
gave their perception of how they perceived OSV to be an influence at the sampled 
school. Table 4.11 depicts the responses of the respondents. 
 
Table 4.11: Descriptive statistics on Organisational School Value (OSV) 
 
Code Statement % 
disagree 
% 
neutral 
% 
agree 
 𝒳 s 
OSV1 The school has high expectations for 
student achievement 
2.1 3.2 94.7 4,48 0,67 
OSV2 The school has a strict code of conduct 
that is enforced 
2.1 5.3 92.6 4,43 0,74 
OSV3 Teachers at our school are the 
gatekeepers of good values 
21.3 20.2 58.5 3,52 1,14 
OSV4 Learners have pride in our school 19.2 22.3 58.5 3,66 1,13 
OSV5 There is on-boarding of new teachers 
where the school values are promoted 
16.0 37.2 46.8 3,34 1,09 
OSV6 The learners in our school wear their 
school uniform with pride 
16.0 14.9 69.1 3,85 1,11 
OSV7 The school collaborates with the 
community in dealing with social problems 
31.9 17.0 51.1 3,29 1,32 
OSV8 There is participation by various school 
stakeholders in decision making 
34.1 28.7 37.2 3,04 1,15 
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Valid = 94; Mean = 3.70; median = 3.75 and standard deviation = 0.65 
Source: Author’s own construction based on statistical data 
 
The overall mean score for organisational school value was 3.70 which means that 
most respondents perceived organisational school value to have an impact on the 
performance culture of the school. There was a very strong perception (94.7% agreed 
with a mean of 4.48 and a standard deviation of 0.67) that the school has high 
expectations for student achievement. Also rated highly was that the school has a 
strict code of conduct that is enforced (92.6% agreed with a mean of 4.43. and a 
standard deviation of 0.74). The two statements had a low standard deviation showing 
that the perception were not widely spread among the respondents. Less than 50% of 
respondents agreed that new teachers were on-boarded (46.8% with a mean of 3.34 
and a standard deviation of 1.09). Rated extremely low was the perception that various 
school stakeholders participated in decision making (37.2% agreed with a mean of 
3.04 and a standard deviation of 1.15). This means that most school stakeholders felt 
left out in the decision making process. 
 
4.5.5 Organisational School Structure (OSS) 
 
Organisational school structure (OSS) intends to measure the attitudes and beliefs 
related to the school’s structure and operational processes implemented to achieve 
desired results (Gomez, Marcoulides and Heck, 2012). Respondents were asked to 
rate their perception on a number of questions related to OSS. Table 4.12 summarises 
the responses of the respondents. 
 
Item 4 (OSS4) was omitted because it had a low item correlation score giving it a poor 
reliability. 
 
Table 4.12: Descriptive statistics on Organisational School Structure (OSS) 
Code Statement % 
disagree 
% 
neutral 
% 
agree 
 𝒳 s 
OSS1 Our school is able to go along with new 
educational trends 
12.8 6.4 80.8 4,02 1,03 
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OSS2 The school markets itself to parents as 
being best for their children 
1.1 3.2 95.7 4,38 0,61 
OSS3 Parents have high expectations of the 
school 
0.0 3.2 96.8 4,51 0,56 
OSS4 There is less bureaucracy in our school 29.8 19.1 51.1 3,22 1,20 
OSS5 The principal at our school is the inspirer 
of initiatives in school 
19.1 18.1 62.8 3,60 1,16 
OSS6 The community is proud of this school 12.8 19.1 68.1 3,71 1,05 
OSS7 The school has a stable management 
team 
10.6 14.9 74.5 3,87 0,96 
OSS8 Our school team tries to act as well as 
possible 
8.5 7.4 84.1 4,09 0,86 
Valid = 94; mean = 4.03; median = 4.00 and standard deviation = 0.55 
Item in grey was omitted from OSS due to low item correlation which meant poor reliability 
Source: Author’s own construction based on statistical data 
 
The overall mean score for the organisational school structure was 4.03 which 
indicated that most respondents believed that OSS has an effect on the performance 
culture at the selected.  OSS came out as the highest among the five variables being 
tested which showed a stronger perception. The school’s structure and operational 
processes, therefore, have a greater influence on the performance culture at school. 
 
There was a very strong perception that parents have high expectations of the school 
(96.8% with a mean of 4.51 and a standard deviation of 0.56). This was interesting to 
note because in the measurement of OSV, it was also perceived that the school has 
high expectations for student achievement. These two are aligned making it a crucial 
factor for creating an enabling environment for a performance culture. The standard 
deviation of results is low showing that there was a high level of congruence amongst 
respondents’ perceptions. Equally rated highly was that the perception that the school 
markets itself as the best for children (95.7% agree with a mean of 4.38 and a standard 
deviation of 0.61). These two highest perceptions are interlinked because if the school 
markets itself as the best, then the expectations from parents will be high as well. 
Almost all the statements posed received high perceptions (with the exception of the 
one statement discarded due to low reliability). This reinforces the strength of this 
variable as a factor influencing a performance culture in schools. 
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4.5.6 Performance Culture (PERFC) 
 
Performance Culture (PERFC) is the dependent variable being measured in this study. 
Respondents were asked to rate their perception on a number of questions related to 
PERFC. Table 4.13 summarises the responses of the respondents. 
 
Table 4.13: Descriptive statistics for Performance Culture (PERFC) 
Code Statement % 
disagree 
% 
neutral 
% 
agree 
 𝒳 s 
PERFC1 The school management inspires the 
school towards a vision 
7.4 1.1 91.5 4.16 0.78 
PERFC2 Teachers at this school are committed 5.3 1.1 93.6 4.20 0.71 
PERFC3 Teachers at this school are satisfied 29.8 21.3 48.9 3.21 1.15 
PERFC4 Learners care about their performance 16.0 24.5 59.5 3.53 0.91 
PERFC5 Parents care about the performance of 
their learners 
5.3 3.2 91.5 4.18 0.73 
PERFC6 Teachers care about the performance of 
their learners 
1.1 2.1 96.8 4.34 0.58 
PERFC7 Teachers are always willing to go the 
extra mile 
9.6 10.6 79.8 4.04 0.91 
PERFC8 The community supports this school 50.0 17.0 33.0 2.69 1.22 
 
Valid = 94; mean = 3.80; median = 3.88 and standard deviation = 0.53 
Source: Author’s own construction based on statistical data 
 
The overall mean score for performance culture was 3.80 which showed that most 
respondents were of the view that the statements influenced performance culture. 
Among the questions or statements, there was a very high perception of both parents 
and teachers caring about the performance of students (91.5% and 96.8% agreed 
respectively). There was not much variance in the responses with the standard 
deviation of 0.73 and 0.58, respectively. It was also noted that teachers in this school 
are willing to go the extra mile (79.8% of respondents agreed). It seemed that 
according to the respondents, the community does not support the school, with only 
33% of respondents agreeing that the community supports the school. Also rated 
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below 50% is the perception that teachers are satisfied. It, therefore, seems that there 
is a perception that teachers are not satisfied. 
 
 
4.6 SUMMARY 
 
The gender make-up of the respondents for this study was 50% females and 50% 
males meaning that there was no gender bias in this study. T-testing revealed a 
statistically significant difference in the mean scores of males and females in the 
independent variable, teacher attitude. To determine the strength of significance, 
Cohen’s d value was calculated and it revealed a small significant difference in 
perception of males and females in how teacher attitude influenced performance 
culture. 
 
Analysis of variance was used to determine any statistically significant difference in 
the perception among different respondents as per their positions in the school. 
Teacher/staff/principal came out with a significant difference from those of parents in 
how they viewed the influence of school managerial processes on performance culture 
at school. It was interesting to note because the earlier grouping is employed at the 
school and give an internal perspective yet the parents provide an external 
perspective. 
 
Correlation testing revealed a significant association of all independent variables 
among themselves. The associations which were statistically significant to the 
dependent variable, performance culture, were the organisational school climate and 
organisational school value. Forward stepwise regression was used to determine 
causality of independent variables to the dependent variable, and only one 
independent variable, organisational school value was found to be statistically 
significant. In this study, therefore, organisational school value was found to have an 
influence on performance culture. 
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Fig. 4.1 Summary of relationships of independent variables and the dependent 
variable 
Key 
 
Significant correlation 
 
Significant influence 
Source: Author’s own construction based on statistical inference 
As can be seen from figure 4.1, the independent variables have an association among 
each other. This was as per literature findings as well. Literature indicated that all the 
five independent variables have an influence on performance culture but statistical 
analysis of data collected for this study only revealed that organisational school value 
has an influence on performance culture at the selected school. 
Descriptive statistics was performed for all variables and the following table 
summarises the findings in the box and whisker plot. 
It is clear from the box and whisker diagram (figure 4.2) that there is the strongest 
perception of organisational school structure influencing the performance culture of 
the school. This means that the school operational processes is perceived to be a 
stronger influencer than the rest of the factors. School managerial processes which 
are processes and actions of school management are rated the lowest even though 
the mean is marginally 3.0. 
OSC
TAT
OSV
SMP
OSS
PERFC 
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Figure 4.2 Box and Whisker Plot for all variables 
 
Source: Pietersen (2015) 
 
The next chapter looks at the summary of the research and recommendations from 
this study. Limitations of this study are highlighted as well as suggestions for further 
research. 
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CHAPTER 5: CONCLUSIONS AND RECOMMENDATIONS 
 
5.1 CHAPTER OUTLINE 
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5.2 INTRODUCTION 
 
The previous chapter presented inferential statistics as well as descriptive statistics 
from the data collected. Deductions were made about the relationships between some 
biographical data through t-testing and ANOVA, and the correlations between the 
independent variables. The hypotheses stated in chapter one were tested through 
multiple regression analysis to establish whether there existed any statistical 
significant causality relationships between the independent variables that were 
identified through literature and the dependent variable; performance culture. 
Descriptive statistics presented a summarised view of the perceptions of respondents 
towards factors that influence a performance culture at schools. Interesting results 
were obtained some of which will require further probing through further research. 
In this final chapter, the research questions posed in chapter one will be addressed. 
Learnings and accomplishments from this study are outlined and recommendations 
made with special emphasis placed on managerial implications of these findings. 
During the process of this study, problems were encountered and these are also 
discussed as well as the limitations of this study. 
 
5.3 SUMMARY OF RESEARCH 
 
To fully understand this study, the main research objective (ROm) will be restated. 
 
ROm: to identify factors that influence a performance culture in a selected 
school in the Johannesburg East district. 
  
Through observation and a study of literature, schools in South Africa were identified 
as centres where a culture of performance was non-existent and were 
underperforming (Guest, 2008; TIMSS, 2011; NPC, 2012; Spaull, 2013; Simkims, 
2013 and Department of Basic Education, 2014a). To accomplish this objective, 
secondary research objectives (ROn) were set and to achieve the objectives, a 
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literature review and an empirical study was undertaken.  These secondary research 
objectives are discussed as a summary of this research. 
 
5.3.1 Investigate the relationship between organisational school climate (OSC)  
and performance culture 
 
The concept of organisational school climate was dealt with in chapter two and to give 
context, organisational school climate measures teachers’ and staff members 
perceptions of day to day activities at school and is measured through willingness to 
socialise with staff, open staff communication, teacher collegiality and the availability 
to help (Marcoulides and Heck, 1993; Yahyagil, 2006; Roy & Gupta, 2012; Vos, et al., 
2012 and Gomez, Marcoulides & Heck, 2012). 
 
In the questionnaire, eight questions or statements sought to measure perceptions 
among the targeted respondents for this independent variable. What stood out from 
the respondents was the perception that a performance culture will exist if the principal 
encourages hard work among learners and he/she strives for school growth (mean of 
4.46 with 93.6% of respondents agreeing to the statement that the principal 
encourages hard work among learners). 93.6% of respondents also perceived the 
principal to strive for growth (mean 4.30). This means that leadership is critical in 
creating a performance culture at schools.  
 
Organisational school climate was found to have a significant positive correlation with 
the other independent variables and the dependent variable as shown in table 5.1. 
 
Table 5.1: Correlation values between OSC and other variables 
 TAT SMP OSV OSS PERFC 
OSC 0.51 0.56 0.62 0.46 0.24 
Source: Author’s own construction based on statistical data 
 
Table 5.1 shows a medium correlation between OSC and other independent variables. 
This showed that an association exists between OSC and the other independent 
variables, a claim also proven through literature. OSC was one of only two variables 
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that had a significant positive correlation to the dependent variable, PERFC. This 
means that there is definitely an association between organisational school climate 
and performance culture, also supporting what was found in literature.  
 
Causality to performance culture was rejected through regression analysis as no 
statistical significant results were found (p-value > 0.05) as proof that organisational 
school climate influences performance culture. Reasons for the non-causality of 
school organisational climate to performance culture may be due to the high 
correlations established from the results of this study. This study, however, has 
established through correlation that organisational school climate is a critical factor in 
establishing a performance culture at school. There is an association between 
organisational school culture to performance culture even though organisational 
school climate does not influence performance culture. 
 
5.3.2 Explore the effects of teacher attitude on performance culture 
 
Literature revealed that teacher attitude has an influence on performance culture 
(Ghamrawi, 2011, Gomez, Marcoulides & Heck, 2012 and Ghamrawi, 2013). Gomez, 
Marcoulides and Heck (2012) adapted the earlier model of Marcoulides and Heck 
(1993) to measure teacher attitudes through perceptions about learners’ capabilities 
to learn academic material and the attitudes they bring from home, and teacher 
perceptions of the parents’ support of their child, the teacher, and the school. 
This variable had eight questions/statements in the questionnaire and it sought to 
measure the perceptions of teacher attitudes and how they influence a performance 
culture. This variable returned a Cronbach’s alpha value of 0.84 which showed that it 
had high reliability and was a good measurement instrument. The data collected 
revealed a strong perception that good teaching (78.7% of respondents answered in 
the affirmative with a mean of 3.97) as well as teachers who are enthusiastic about 
their work (78.7% respondents answered in the affirmative with a mean of 3.93) 
influences a performance culture in the school. This was in support of what was found 
in literature (Gomez, Marcoulides & Heck, 2012 and Lumby, 2013). There was 
however, a concern among respondents that team work lacked among teachers (more 
than 50% believed that there was no team work among teachers with a mean of 3.31). 
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To instil a culture of performance, Marcoulides and Heck (1993) and Keble (2012) 
argued that team work enhances a performance culture. This study revealed that team 
work is lacking and that impedes the existence of a performance culture in schools. 
Team work, therefore, contributes to a culture of performance at the school and as 
shown in the variable, organisational school climate, the leadership must instil a 
culture of team work among teachers at the school. 
 
Teacher attitude was found to have a significant positive correlation to other 
independent variables of this study. The correlation values are given in table 5.2 
 
Table 5.2: Correlation values between TAT and other variables 
 OSC SMP OSV OSS PERFC 
TAT 0.51 0.52 0.55 0.40 0.19 
Source: Author’s own construction based on statistical data 
 
There is, therefore, an association between teacher attitude and the other independent 
variables of this study. The correlation to the dependent variable, performance culture 
was found to be statistically insignificant meaning that as per the data collected for this 
study, there is no association.  
 
Regression analysis results for the data collected for this study revealed that teacher 
attitude has no influence on performance culture (p-value > 0.05). This can be 
attributed to the fact that the sampled school is a private school and the majority of 
respondents were in agreement with the questions or statements posed in the 
questionnaire. 
 
5.3.3 Investigate the effects of school managerial processes on performance 
culture 
 
School managerial processes intend to measure how the organisation functions over 
time as a result of its particular structure, purposes, value and belief systems, and is 
measured through availability of resources, administrative responsiveness and the 
principal’s leadership. It was argued by a number of scholars (Masitsa, 2005; Niemann 
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& Kotze, 2006; Bush, et al., 2009; Ngcobo, 2010; Bush, Kiggundu & Moorosi, 2011; 
Maforah & Schulze, 2012 and Gomez, Marcoulides & Heck, 2012) that to have a 
performance culture, schools must adopt managerial operational processes which 
influence the organisational culture. Leadership at schools once again was found to 
play a major role in creating that culture of performance. 
 
For this variable, the questionnaire had eight questions that solicited the respondents’ 
opinions on how the school managerial processes impacted on the performance 
culture of the school. The collected data revealed that most respondents (mean of 
3.53) were of the perception that the school management’s processes enhanced 
performance . An important finding was also found in that there was a variance of 
perception in the SMP variable among respondents as per their position in the school. 
The principal/teachers/staff had a different perception of managerial processes as 
compared to SGB, alumni and parents. The difference between these groupings is 
that the earlier group is internal and employed by the school yet the later group can 
be considered external as they are not employed by the school. There is, therefore, a 
different view of the managerial processes between the internal and external 
stakeholders of the school. 
 
Among all the independent variables, school managerial processes had the lowest 
mean rating meaning that the management is perceived not to be doing much in 
instiling a performance culture at the sampled school. It was however, interesting to 
note that there was a strong perception that teachers are held accountable for the 
performance of their learners (83% of respondents answered in the affirmative with a 
mean of 4.12) and another equally strong perception that teacher turnover is high 
(60% answered in the affirmative with a mean of 3.11). This makes sense because 
the sampled school is a private school in which teachers are held accountable. It is 
assumed that teachers who cannot take the heat move to other schools or to the state 
schools where demands are not that high. This may explain the high turnover rate. 
This will be proposed as an area for further study. There was also a strong perception 
from respondents that parents do not support the activities of the school (only 27% 
and a mean of 3.24 of respondents believed that parents supported the activities of 
the school).  
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School managerial processes revealed a statistically significant positive correlation to 
the other independent variables stated for this study as shown in table 5.3. 
 
Table 5.3: Correlation values between SMP and other variables 
 OSC TAT OSV OSS PERFC 
SMP 0.56 0.62 0.58 0.37 0.15 
Source: Author’s own construction based on statistical data 
 
SMP, therefore, has a medium association with the other variables as per the 
correlation values. There was no correlation to the dependent variable of this study 
meaning that this study did not reveal any association between school managerial 
processes and performance culture. 
 
There was no statistical evidence from a regression analysis (p-value > 0.05) to reject 
the null hypothesis that school managerial processes do not influence a performance 
culture at the sampled school. This can be attributed to the high correlation among the 
variables and also that the sample for this study was from a private school where a 
performance culture is probably in existence. 
 
5.3.4 Investigate the relationship between organisational school value and 
performance culture 
 
Organisational school values are the principles, ideologies, and activities representing 
values thought to be important in achieving school productivity (Marcoulides & Heck, 
1993 and Gomez, Marcoulides & Heck, 2012). The research instrument sought to 
solicit respondents’ perception on how organisational school value influences a 
performance culture at the sampled school. Data collected for this study returned the 
second highest Cronbach’s alpha (0.75) among all variables which means that the 
instrument provided a good measure and a reliable tool. Most respondents (mean of 
3.70) were of the perception that organisational school value has an impact on the 
performance culture of the selected school. Respondents returned a very high rating 
of the school having high expectations for students’ achievement (94.7% answered in 
the affirmative and a mean of 4.48) and a strict code of conduct being enforced (92.6% 
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answered in the affirmative with a mean of 4.43). There seems, however, that the on-
boarding of new teachers is lacking (more than 50% of respondents are of the opinion 
that there is no on-boarding of new teachers) as well as the perception that various 
school stakeholders do not participate in decision making (only 34% of respondents 
were of the opinion that there was participation of other stakeholders). The external 
school stakeholders seem to be left out of the decision making process. When other 
stakeholders are left out of the decision making, it may be difficult to instil a 
performance culture due to the non-participatory of other stakeholders. 
 
Organisational school value was found to have a statistically significant correlation to 
the other independent variables as shown on table 5.4. 
 
Table 5.4: Correlation values between OSV and other variables 
 OSC TAT SMP OSS PERFC 
OSV 0.62 0.55 0.58 0.61 0.29 
Source: Author’s own construction based on statistical data 
 
OSV, therefore, has an association with all the independent variables posed in this 
study. Organisational school value was further one of two independent variables that 
had a statistically significant correlation to the dependent variable, performance 
culture. This study, therefore, proved that there is an association between 
organisational school value and performance culture.  
 
Organisational school value was the independent variable that came out as the 
predictor of performance culture among the independent variables stated in this study 
as per the regression analysis. A stepwise regression analysis was done and it yielded 
a statistically significant value (p-value < 0.05) from which there was sufficient 
evidence to reject the null hypothesis and support the alternative hypothesis. This 
study has, therefore, based on empirical evidence showed that organisational school 
value has an influence on the performance culture of the sampled school. 
Organisational school values, which are reflective of a wider set of cultural values in 
the school and measured through teacher collaboration and participation in decision 
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making has been supported on empirical evidence that they are critical in ensuring 
that there is a performance culture at school. 
 
5.3.5 Investigate the influence of organisational school structure on 
performance culture 
 
Organisational school structure which is the operational processes of an organisation 
has been argued to give organisations a competitive edge (Ayiro, 2009 and Brudan, 
2010). Earlier, this was adopted by Gomez, Marcoulides and Heck (2012) to be a 
factor in setting up a performance culture in schools. 
Perceptions from respondents was sought so as to establish how the respondents 
view organisational school processes at the selected school and how it impacts on 
performance culture. Most respondents (mean of 4.03) were of the perception that 
organisational school structure has an impact on performance culture. Organisational 
school structure was the variable with the strongest perception among all independent 
variables posed in this study. This shows that the respondents answered in the 
affirmative for most statements posed in this variable.  It was interesting to note that 
parents have high expectations of the school (96.8% responded in the affirmative with 
a mean of 4.51) because in the measurement of organisational school value, the 
school was perceived to have high expectations from its students (94.7% with a mean 
of 4.48). This was an interesting find as both external respondents (parents) and 
internal respondents (the school) have the same expectation. The two were, therefore, 
aligned. It was also noted that since there is a strong perception that the school 
markets itself as the best (95.7% with a mean of 4.38). It follows suit that the 
expectations from parents will be high. The marketing drive can be assumed that it 
raises expectations and this may be an area for further study. 
 
Organisational school structure was found to have a statistically significant correlation 
to the other independent variables as shown on table 5.5. There is, therefore, an 
association of organisational school structure with the other independent variables 
posed in this study. Statistical results also returned a non-significant correlation 
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between organisational school structure and the dependent variable, performance 
culture.  
 
Table 5.5: Correlation values between OSS and other variables 
 OSC TAT SMP OSV PERFC 
OSS 0.46 0.40 0.37 0.61 0.20 
Source: Author’s own construction based on statistical data 
 
In proving causality to performance culture through regression analysis, there was not 
enough statistical evidence (p-value > 0.05) from this study to reject the null 
hypothesis. Therefore, organisational school structure does not influence a 
performance culture at the selected school. This is not in line with what was found in 
literature, reasons being that the sampled school is a private school, and there may 
already exist a performance culture. 
 
 
5.4 RECOMMENDATIONS 
 
The data gathered for this study was tested for both reliability and validity. Cronbach’s 
alpha was used as a test for reliability and content validity for this study was proven 
through the instrument having been validated in the study of Gomez, Marcoulides and 
Heck (2012). Descriptive and inferential statistics like the use of means, correlation, 
ANOVA and multiple regression was used to analyse and report on the data collected. 
This has led to the understanding of factors that can influence a performance culture 
at the selected school and the learnings are then used to come up with these 
recommendations. 
5.4.1 Organisational School Climate 
The values, beliefs that eventually shape the behaviours of people in a school are all 
part of organisational school culture. This has been argued by a number of scholars 
that it shapes the practices of the school and eventually has a bearing on whether the 
school has a performance culture or not. (Yahyagil, 2006; Roy and Gupta, 2012; Irs 
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and Turk, 2012; Vos, et al., 2012 and Gomez, Marcoulides and Heck, 2012). This 
study found an association between organisational school culture and performance 
culture. It was clear from the data collected that leadership plays a major role in setting 
up and influencing the organisational school culture of schools. The school leader, 
therefore, plays a significant role in instilling a culture of performance at the school. It 
is therefore recommended, that the provincial department of education enable school 
leaders to re-create a culture of performance. This may mean further leadership 
development of the principals. Feedback should also be given to principals of their 
leadership style and supported so as to create schools as centres of performance 
which becomes imbedded into the culture of the school. Lastly, it is recommended that 
schools also be measured on the leadership capability rather than just academic 
output measures. 
5.4.2 Teacher Attitude 
The attitudes of teachers at schools have an impact on the culture of the school. This 
assertion was supported by a number of scholars (Masitsa, 2005; Keble, 2012; 
Gomez, Marcoulides & Heck, 2012 and Lumby, 2013). Even though this study did not 
support the hypothesis that teacher attitude has a causal influence to a school having 
a performance culture, teacher attitude was found to have an association to the other 
factors which have an influence on performance culture. Most respondents were also 
of the perception that good teaching and enthusiastic teachers have a positive 
influence on performance culture. Team work among teachers was found to be 
lacking. It is recommended, therefore, that to have a performance culture at a school, 
teachers must be enthusiastic about their work and good teaching be re-enforced 
through leadership.  Team work must, therefore, be promoted and exercised. 
 
5.4.3 School Managerial Processes 
 
School managerial processes are important in ensuring that the operations of a school 
are smooth and enhance a culture of performance. The findings from this study 
support what was found in literature (Robbins & Coulter, 2007; Robbins & Judge, 2009 
and Gomez, Marcoulides & Heck, 2012). An association between school managerial 
processes and organisational school culture (OSC) was found and as recommended 
under OSC, leadership has a role to play in ensuring that the school managerial 
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processes are as smooth as possible. This study revealed that in the sampled school, 
teachers were held accountable. It was unfortunate, however, that teacher turnover 
was high. This is assumed to be because of the high demands of teachers in a private 
school. It was, however, noted with concern that parents do not support the activities 
of the school. It is, therefore, recommended that the leader of the school be open to 
engage with other stakeholders so that they are able to participate. This may mean 
delegating some tasks. To counter high teacher turnover, frequent engagement and 
support of teachers is recommended. 
5.4.4 Organisational School Value (OSV) 
Schools have principles, ideologies and activities that represent the values that help 
the school achieve school productivity (Gomez, Marcoulides and Heck, 2012). There 
was a very strong perception that the school has high expectations for learner 
achievement and that the school has a strict code of conduct which is enforced. There 
was, however, a concern that new teachers were not on-boarded and various 
stakeholders were not participating in decision making. This study revealed that a 
relationship between organisational school value and performance culture in the 
sampled school. The school activities that make up the school organisational value 
are, therefore, critical in ensuring that a culture of performance exists at the school as 
this relationship between organisational school value and performance culture was 
found to be statistically significant. It is, therefore, recommended that new teachers be 
on-boarded so that they quickly adapt to the culture and have a buy-in to the values 
of the school that have an impact on the performance of the school.  Having high 
expectations from learners is important and it is recommended that these expectations 
be communicated clearly to the learners. Furthermore, it is also recommended that all 
stakeholders of the school participate in decision making so that decisions are part of 
the collective and enforce the value set of the school. 
5.4.5 Organisational School Structure 
The distribution and division of tasks at a school are crucial in ensuring that a culture 
of performance exists at a school (Ayiro, 2009; Brudan, 2010 and Gomez, Marcoulides 
& Heck, 2012). The level of bureaucracy at the sampled school was tested. Results 
indicated that there is a huge perception that organisational school structure influences 
a performance culture at the school. Just like in the testing of organisational school 
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value, there was a strong perception that parents have high expectations of the school. 
It was found that the school markets itself as the best for children and it is 
recommended that since the expectations from both the parents and the school are 
aligned, this be continuously reviewed to ensure alignment and the school can 
continue marketing itself as the best for children.  
5.4.6 Performance Culture 
Literature highlighted the need for schools to have a culture of performance (TIMSS, 
2011; NPC, 2011; Salami & Soltanzadeh, 2012; Tuomi & De Castro Neto, 2013; 
Spaull, 2013 and Simkims, 2013). Even though not all variables were validated in this 
study, an association among them was found. The five variables posed in this study 
collectively account for only 9% of all the factors that influence a performance culture 
at schools and it is recommended that a further study be carried out to identify more 
factors that influence a performance culture. School organisational value was 
validated as having an influence to a performance culture at schools. It is, therefore, 
recommended that schools inculcate a culture that support performance.  
 
5.5 LIMITATIONS OF THIS STUDY 
 
Research limitations were identified for this study. This is in line with Collis and 
Hussey’s (2014) argument that any study has deficiencies and, therefore, it is 
important that those deficiencies are stated. The following limitations were identified 
and will act as a springboard for future research: 
 Sample size- only one high school was sampled for convenience out of the 
whole population of schools in Johannesburg East district. Even though the 
number of completed questionnaires were 94, the number is still small 
considering the population of schools in Johannesburg East district; 
 Sampling bias- the sample was a private school where this researcher once 
worked as a deputy principal. The sampling method used was convenience, 
bias could have been introduced when respondents had to respond to the 
questionnaire. This may explain the high response rate among the alumni and 
teaching staff. Looking at the prevalent culture among private and public 
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schools, one can see that different cultures exist as can be seen from the results 
(Department of Basic Education, 2014a). This may have influenced the 
perceptions as this study showed that there is strong perception that a culture 
of performance exists. This may be different in a public school and, 
 Time allocated for research- time is always an issue in research (Collis and 
Hussey, 2014). Due to time constraints, time limits were set for collecting the 
data from the respondents and the research instrument was not subjected to 
repeated reliability testing and validation. 
 
5.6 SUGGESTIONS FOR FUTURE RESEARCH 
 
Future research can probe some of the issues raised as limitations of this study and 
some emanating from the results of this study.  
 Sample size- a similar study can be performed in a larger sample by increasing 
the number of schools sampled; 
 Public schools- a similar study can be run in public schools separating urban 
schools into township schools and the former ‘model-C’ schools as well as rural 
schools;   
 Time frame for collecting data- times for collecting data can be increased so as 
to validate the research instrument rather than rely on validation done by the 
researchers who drafted the initial instrument; 
 The satisfaction of teachers - this study revealed that teachers are not satisfied 
at the school. It was an interesting find because there was another perception 
that teachers were willing to go the extra mile, but they were still not satisfied. 
A further study may, therefore, probe the reasons for lack of satisfaction; 
 High teacher turnover – this study revealed a high teacher turnover and that is 
linked to the high demand that is exerted on teachers. Further research can 
probe is there is a link between high demand exerted on teachers and teacher 
turnover; 
 Internal versus external view – this study revealed that there is a difference of 
perception between the internal respondents (principal, teachers and staff) and 
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external respondents (parents, SGB and alumni). Further research can probe 
that difference of perception; 
 Marketing drive and expectations of performance – marketing the school as 
best for learners was found to push parental expectations. Further research can 
find out if there is linkage between the two as revealed in this study; 
 Including primary schools- primary schools can be included in future research, 
and 
 A longitudinal study- a longitudinal study over a cycle of three to five years can 
be done by first identifying through research factors that influence a 
performance culture, adopt the results of the study, then re-test in three to five 
years. 
 
5.7 CONCLUDING REMARKS 
 
The main objective of the research treatise was to identify factors that influence 
performance culture at an identified school in Johannesburg East district. A literature 
and empirical study which was conducted revealed the importance for schools to have 
a culture of performance. Five variables were used to test for influence of performance 
culture. Organisational school climate and organisational school value revealed an 
association to performance culture at the sampled school and they were probed further 
if they influenced it. Out of the two which had an association with performance culture, 
organisational school value had a statistically significant relationship showing that it 
influences performance culture at the sampled school. This study revealed that the 
ideologies and activities that represent the values and that help the school achieve 
school productivity have a direct influence of the culture of a school and whether it 
enhances performance or not. 
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APPENDIX C: APPROVAL LETTER FROM DISTRICT OFFICE 
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APPENDIX D: LETTER TO THE PRINCIPAL 
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APPENDIX E: COVER LETTER AND QUESTIONNAIRE 
Dear Respondent  
I am studying towards my Masters in Business Administration degree at the Nelson 
Mandela Metropolitan University Business School.  I am conducting research on 
factors that influence a performance culture in schools. I believe that my study will 
make an important contribution towards an improvement in the performance of 
schools and the movement of schools as centres of performance. 
You are part of our selected sample of respondents whose views we seek on the 
above-mentioned matter.  We would therefore appreciate it if you could answer a few 
questions. It should not take more than fifteen minutes of your time and we want to 
thank you in advance for your co-operation. 
There are no correct or incorrect answers. Please answer the questions as accurately 
as possible. For each statement, tick the number which best describes your 
experience or perception.  For example, if you strongly agree with the statement, tick 
the number 5.  If you strongly disagree with the statement, tick the number 1.  Tick 
only one answer for each statement and please answer all questions.  These 
questions relate to your perception of your school. 
Please note also that your participation in this study is entirely voluntary and that you 
have the right to withdraw from the study at any stage. 
To verify the authenticity of the study, please contact the supervisor for this study, 
Prof Paul Poisat at 041-504 9736 and Paul.Poisat@nmmu.ac.za. 
This questionnaire has been ethically cleared by the Ethics Committee of the 
university (Clearance number H-15-BES-BS-012). 
 
This research is done as part fulfilment of the requirements of MBA degree. All 
responses will be treated with the strictest confidentiality and anonymity, and no 
reference will be made to respondents or their schools.  Therefore, no names of 
respondents and respondents’ schools should appear anywhere on the questionnaire. 
Responses and subsequent findings will be used for academic purposes only. 
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Please complete this questionnaire as honestly as possible. 
 
BIOGRAPHICAL DETAILS  
Gender Male Female 
Years of experience  
Position Principal Teacher/Staff SGB Parent Alumni 
Level of education Matric Diploma Degree Post-graduate 
 
 
Please indicate to what extent you agree with each of the following statements by 
selecting the appropriate number 
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SECTION B1 – ORGANISATIONAL SCHOOL CULTURE 
1. Teachers have a clear, collective vision of what they want for their students 1 2 3 4 5 
2. Our class sizes promote healthy teaching and learning 1 2 3 4 5 
3. Teachers constantly solicit input and feedback from parents 1 2 3 4 5 
4. There is trust between administrators and teachers 1 2 3 4 5 
5. The school management promotes open communication 1 2 3 4 5 
6. The principal encourages hard work in learners 1 2 3 4 5 
7. The principal strives for school growth 1 2 3 4 5 
8. Administrators  invest time and energy in good public relations 1 2 3 4 5 
SECTION B2 – TEACHER ATTITUDE 
1. Teachers try to improve their instruction to create an optimal learning 
environment 
1 2 3 4 5 
2. There is team work between teachers 1 2 3 4 5 
3. Teachers create an open atmosphere in which learners do not feel 
threatened 
1 2 3 4 5 
4. Good teaching is taken seriously here 1 2 3 4 5 
5. Teachers at our school are enthusiastic about their work 1 2 3 4 5 
6. Teachers respect each other  1 2 3 4 5 
7. Teachers have a positive perception of parents 1 2 3 4 5 
8. Teachers have a positive perception of learners 1 2 3 4 5 
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SECTION B3 – SCHOOL MANAGERIAL PROCESSES 
1. The Principal is  held accountable for the performance of the school 1 2 3 4 5 
2. Teachers attend developmental programs that improves their knowledge 1 2 3 4 5 
3. There is enough resources at our school that support the academic output 1 2 3 4 5 
4. There is quality management at our school 1 2 3 4 5 
5. Teachers are held accountable for the performance of their learners 1 2 3 4 5 
6. There is little teacher turnover at our school 1 2 3 4 5 
7. Parents support the activities of the school 1 2 3 4 5 
8.The SGB or Board support the activities of the school 1 2 3 4 5 
SECTION B4 – ORGANISATIONAL SCHOOL VALUE 
1. The school has high expectations for student achievement 1 2 3 4 5 
2. The school has a strict code of conduct that is enforced 1 2 3 4 5 
3. Teachers at our school are the gatekeepers of good values 1 2 3 4 5 
4. Learners have pride in our school 1 2 3 4 5 
5. There is on-boarding of new teachers where the school values are 
promoted 
1 2 3 4 5 
6. The learners in our school wear their school uniform with pride 1 2 3 4 5 
7. The school collaborates with the community in dealing with social 
problems 
1 2 3 4 5 
8. There is participation by various school stakeholders in decision making 1 2 3 4 5 
SECTION B5 – ORGANISATIONAL SCHOOL STRUCTURE 
1            Our school is able to go along with new educational trends 1 2 3 4 5 
2            The school markets itself to parents as being best for their children 1 2 3 4 5 
3            Parents have high expectations of the school 1 2 3 4 5 
4            There is less bureaucracy in our school 1 2 3 4 5 
5           The principal at our school is the inspirer of initiatives in school 1 2 3 4 5 
6           The community is proud of this school 1 2 3 4 5 
7            The school has a stable management team 1 2 3 4 5 
8            Our school team tries to act as well as possible 1 2 3 4 5 
SECTION C – PERFORMANCE CULTURE 
3. The school management inspires the school towards a vision 1 2 3 4 5 
4. Teachers at this school are committed 1 2 3 4 5 
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5. Teachers at this school are satisfied 1 2 3 4 5 
6. Learners care about their own performance 1 2 3 4 5 
7. Parents care about the performance of their learners 1 2 3 4 5 
8. Teachers care about the performance of their learners 1 2 3 4 5 
9. Teachers are always willing to go the extra mile 1 2 3 4 5 
10. The community supports this school 1 2 3 4 5 
 
END 
THANK YOU FOR PARTICIPATING 
 
 
 
 
 
